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ABSTRACT 

An  Expert  System  Model  of  Organi zational  Climate  and  Performance. 

(August  1987) 

James  Richard  Holt,  B.S.,  Utah  State  University; 

M.S.,  Air  Force  Institute  of  Technology 
Chairman  of  Advisory  Commi ttee:  Dr.  James  K.  Hennigan 

Application  of  computer  technology  has  greatly  increased  the 
manager's  ability  to  make  irformed  decisions  about  inanimate 
resources  (e.g.,  money,  materials,  equipment,  space  and  time). 
However,  very  little  has  been  done  to  automate  decisions  involving 
human  behavior  because  of  the  complexities  Involved. 

This  research  uses  a  third  generation  expert  system  development 
shell  to  create  a  prototype  management  consultant  for  behavioral 
issues.  The  frame-based,  object-oriented  expert  system  represents 
individuals  and  organizations  in  a  decision  support  system.  The 
expert  system  allows  managers  to  make  real  time  Inquiries  about  the 
effect  of  changes  in  Individual  attitudes  in  specific  organizations 
upon  organizational  performance. 

A  survey  questionnaire  is  developed  to  measure  133  individual 
attitudes.  Selected  organizational  behavior  and  group  dynamics 
findings  are  translated  into  52  production  rules.  The  rules  are 
written  as  methods  which  are  activated  by  the  system  following  the 
structure  of  current  behavioral  models  to  predict  performance. 
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^  The  system  Is  validated  by  situational  analysis.  Individual 
attitudes  are  adjusted  using  fuzzy  logic  algorithms  in  18  different 
situations,  and  the  changes  in  calculated  performance  are  compared 
with  managers'  predictions.  Statistical  analysis  shows  it  is 


possible  to  predict  changes  in  performance  due  to  changes  in. 


attitude  and  circumstances. 
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INTRODUCTION:  RESEARCH  OYERVltU 


Nature  of  the  Problem 

Managers  make  daily  decisions  on  the  use  of  resources  in  their 
organizations.  Decisions  about  inanimate  resources  (e.g.,  money, 
material,  equipment,  space  and  time)  art;  frequently  automated  to 
optimize  performance  of  tile  resources.  However,  without 
consideration  for  human  resources  whicn  pervade  tin-  orgaiii  zat  ion, 
overall  performance  may  be  suboptimal. 

Recent  reductions  in  the  cost  of  computer  systems  ami  advances 
in  hardware  and  software  provide  managers  ready  access  to  powerful 
computer  equipment.  Complex  problems  can  t>e  solved  easier  than 
ever.  Programs  help  schedule,  forecast,  simulate,  evaluate,  predict 
and  inform  so  the  in.uin.jer  c.i.:  make  enlijhtened  decisions,  nut, 
these  programs  do  riot  consider  the  behavior  of  the  humans  involved 
when  evaluating  problems. 

behavioral  issues  are  among  the  more  complex  problems  i  manager 
will  face.  And  yet,  there  are  few  tools  to  evaluate  the  complex 
interactions  and  predict  their  effect  on  performance.  Tins  is  an 
area  where  clever  application  of  programing  power  could  provide 
significant  uenetit  to  increasing  human  performance.  inch  is  known 


Ihis  research  follows  the  dunum  factors  journal  style. 


about  the  effect  of  interpersonal  relations,  the  values  of  good 
standards  and  goals,  the  importance  of  the  communication  system,  the 
impact  of  work  surroundings,  the  hazards  of  organi zational  stress 
and  other  environmental  factors  on  individuals.  Hut  there  is  still 
considerable  ambiguity,  uncertainty  and  even  conflict  in  the  study 
of  behavioral  issues.  Before  human  behavior  decisions  can  be 
automated,  several  questions  must  be  answered: 

What  are  the  important  measures  of  human  behavior? 

(low  are  they  related? 

(low  do  they  contribute  to  performance? 

How  do  you  deal  with  ambiguity,  uncertainty  and  complexity? 
How  can  the  results  be  validated? 

Research  Purpose 

This  research  addresses  the  problems  associated  with 
automating  decisions  based  on  human  behavior  and  creates  a  prototype 
expert  system  which  predicts  performance  based  upon  individual 
attitudes  and  organizational  climate.  The  resulting  expert  system 
is  a  management  consultant  to  help  managers  make  informed  decisions 
about  behavioral  issues. 

The  prototype  demonstrates  how  a  third  generation  expert  system 
development  shell  can  be  used  to  represent  the  complexity  in 
organizations.  Important  behavioral  attitudes  are  measured  and 
their  interactions  are  evaluated  by  behavior  rules  drawn  from  known 


research  findings.  These  preliminary  rules  predict  the  contribution 
of  individual  attitudes  towards  organizational  performance. 

The  consultant  is  a  decision  support  system  which  combines 
organizational  theory  with  current  computer  technology  to  provide 
advice  In  areas  of  Important  management  responsibility.  The 
consultant  can  evaluate  "what- if"  options  and  help  managers  make 
informed  decisions.  Use  of  this  type  of  consultant  can  identify 
organizational  problem  areas  and  improve  operational  performance. 


RESEARCH  BACKGROUND 


This  section  reviews  the  development  of  behavior  theory  and 
representative  models  of  organi zational  behavior,  group  dynamics  and 
management  theory  developed  by  researchers.  It  also  reviews  the 
history  and  progress  of  expert  systems  within  the  study  of 
artificial  intelligence  and  summarizes  how  knowledge  Is  represented 
and  used  in  an  expert  system. 

Behavior  Theory 

The  development  of  modern  behavior  theory  began  with 
formulation  of  the  scientific  management  approach  at  the  end  of  the 
nineteenth  century.  Scientific  management  presumed  there  was  "one 
best  way"  to  do  any  task.  With  this  philosophy,  it  was  management' s 
duty  to  find  that  best  way  and  train  the  right  person  to  do  the  task 
(Kast  and  Rosenzweig,  1974). 

The  human  relations  movement  began  early  in  the  twentieth 
century.  Behavior  research  found  that  social  situations,  worker 
motivation  arid  job  satisfaction  influenced  production  (Roethlis- 
berger  and  Dickson,  1919).  Since  those  early  findings,  literally 
hundreds  of  studies  nave  snown  innumerable  interrel  utionsliips  among 
people,  attitudes,  policies  and  working  conditions  (see  nearly  1200 
references  in  Secrist,  1969).  The  enormous  number  of  findings 
prompted  researchers  to  group  or  structure  similar  findings  into 
models  of  organizational  behavior. 
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Behavior  Models 


This  section  includes  several  different  views  of  organizational 


behavior  and  performance. 


Kast  and  Rosenzv/eig.  Kast  and  Rosenzweig  (1974)  display  the 
overlapping  responsibil i ties  of  management  as  intersecting  systems 
on  a  Venn  diagram  (see  Figure  1).  Arrows  indicate  input  and  output 


flows  of  information,  effort  and  materials  across  system  boundaries. 


Each  system  interacts  with  other  systems  and  the  environmental 


Environmental 
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Input  Output 
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Figure  1. 


Representation  of  organi zational  systems  (Kast  and 
Rosenzweig,  1974). 
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suprasystem.  The  managerial  subsystem  takes  the  central  role  in 
balancing  flows  across  system  boundaries. 

Sutermei ster.  Figure  2  displays  many  of  the  contributing 
factors  which  Sutermeister  (1969)  felt  influenced  individual 
performance  and  organizational  productivity.  Each  element  on  the 
tree  is  combined  with  other  elements  which  in  turn  contribute,  in 
successive  degrees,  to  the  final  measurement. 
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Figure  2.  Major  factors  affecting  productivity  (Sutermeister, 


PRODUCTIVITY 


Katz  and  Kahn.  In  the  role  episode  model  developed  by  Katz  and 
Kahn  (1966),  role  expectations  are  assigned  to  each  position  in  the 
organization  (see  figure  3).  When  a  person  (a  role  sender)  attempts 
to  influence  another  person  (focal  person),  the  actions  of  the 
sender  describe  a  "sent  role."  The  focal  person's  perception  of  the 
sent  role  is  the  "received  role"  and  the  response  to  the  sent  role 
is  the  "role  behavior."  These  interactions  are  tempered  by  the 
attributes  of  the  two  Individuals  and  their  interpersonal  factors. 
The  role  behavior  (or  results  of  the  role  sender's  action)  then 
contributes  to  the  new  organizational  situation  and  affects 
organi zational  factors. 


Figure  T.  Theoretical  role  episode  model  (Katz  and  Kahn,  1%6). 

Hackman  and  Oldham.  The  job  character! sties  model  developed  by 
Hackman  and  Oldham  (1900)  predicts  organizational  motivation  (see 


Figure  4).  Core  job  character! sties  are  the  primary  influences 
(some  collectively  and  some  independently)  of  the  critical 
psychological  states  which  determine  outcomes.  The  job 
characteristics  and  psychological  states  are  moderated  by  the 
individual's  knowledge  of  the  job  and  skill,  by  the  need  for 
personal  growth  and  advancement  and  by  satisfaction  with  the  work 


environment  (or  context) 
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Figure  4.  Job  characteristics  model  (Hackman  and  Oldham,  10>0). 


Porter  and  Lawler.  The  Porter-Lav/1  er  model  of  occupation  il 
motivation  (1953)  says  the  effort  an  individual  exerts  is  related  to 
the  value  of  rewards  and  the  perceived  probability  of  receiving  the 
reward  given  that  level  of  effort  (see  Figure  5).  Tiie  individual's 
abilities  and  perceptions  contribute  along  with  effort  towards 
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performance.  The  intrinsic  rewards  (those  Inherent  In  the  work 
itself)  and  extrinsic  rewards  (those  given  in  recognition)  are 
moderated  by  the  perceived  ratio  of  effort  spent  versus  reward 
received  (equity  of  rewards).  Feedback  loops  from  the  level  of 
performance  affects  the  perceived  probability  of  receiving  rewards 
and  the  equity  of  rewards.  The  value  of  rewards  is  moderated  by 
feedback  from  the  level  of  satisfaction  the  individual  enjoys. 


Perceived 
Equity  of 
Rewards 

\ 

\ 


Satisfaction 


Figure  5.  Occupational  motivation  model  (Porter  and  Lawler,  1968) . 


Secrist.  Secrist's  total  spectrum  model  of  human  and 
organizational  effectiveness  (1983)  (see  Figure  6)  presents  the 
process  of  translating  basic  human  abilities  into  performance  as  a 
pipeline.  The  flow  in  the  pipeline  is  dependent  upon  the  job 
characteri sties.  The  effectiveness  of  the  translation  process  is 
influenced  by  the  leader-supervisor  who  amplifies  or  attenuates  the 
organizational  climate  variables.  The  climate  is  influenced  by 
organizational  context  (or  setting)  and  to  a  lesser  degree  by  the 


macro  environment.  Secrist's  model  considers  many  complex  issues  in 
a  well-structured  form  that  can  be  used  to  capture  individual  or 
organizational  attributes. 


Naylor,  Prichard  and  Ilgen.  Studies  by  Naylor,  Pritchard  and 
Ilgen  (1930)  went  beyond  modeling  and  proposed  a  theory  of  behavior 
in  organizations.  A  much  simplified  diagram  of  their  theory  is 
shown  in  Figure  7.  Their  theory  is  based  n  the  attitudes, 
perceptions  and  efforts  of  the  individual.  The  environment  and 
individual  differences  lead  to  individual  perceptions  of  the  work. 
Individual  perceptions  lead  to  contingencies  (the  process  for 
transforming  actions  Into  products  and  outcomes).  The  effect  (or 
individual  satisfaction)  depends  upon  the  outcome  and  the  evaluation 
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Figure  7.  Theory  of  behavior  in  organizations  (Naylor,  Pritchard 
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of  the  outcome.  Then,  a  comparison  of  the  usefulness  (utility)  of 
the  products  and  acts  feeds  back  information  to  the  environment  and 
perceptions. 

Naylor,  Pritchard  and  Ilgen  proposed  several  functional 
relationships  to  explain  their  theory.  The  relationship  between 
individual  perceptions  and  evaluation  are  examples.  The  input  to 
the  Self  block  of  Evaluation  depends  upon  the  relative  importance  of 
the  Self  and  Acts  blocks  of  Perception. 

-self  =  -^self-self  +  -acts^acts 

The  variable  U  is  a  weight  and  the  variable  P  is  a  perception.  The 
inputs  to  the  Evaluation  Perceived  by  Others  block  are  the  Product 
block  and  Outcome  block  of  Perceptions. 

^others  "  -products^products  +  iioutcomes^outcomes 
They  also  postulated  creation  of  nonlinear  relationships  for  many  of 

the  weighting  factors  such  as  these  samples  in  Figure  8. 

Figures  1  through  7  each  contribute  to  the  understanding  of 
organizational  behavior.  Figures  3  through  7  identify  the 
influences  on  the  individual  as  the  principal  determinant  of 
performance.  The  interactions  suggest  important  relationships  which 
should  be  maintained  in  automating  human  behavior. 
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Figure  8.  Weighting  of  perceptions  (Naylor,  Pritchard  and  Ilgen, 
1080) . 


Expert  Systems  Development 

The  study  of  expert  systems  is  one  division  in  artificial 
intelligence  research.  Expert  systems  are  computer  programs  which 
try  to  capture  the  knowledge  of  experts  and  use  logical  applications 
of  that  knowledge  to  recommend  decisions,  to  make  evaluations  or  to 
find  new  knowledge  (Nilsson,  1990).  Hopefully,  the  results  of  an 
expert  system  are  consistent  with  those  of  a  real  expert.  In  this 
way,  a  computer  program  can  help  nonexperts  arrive  at  expert 


results.  This  possibility  lids  prompted  a  lot  of  research  mu 
investment  in  expert  systems  development. 


Expert  system  structure.  Idle  scope  of  expert  systems  varies 
greatly  witM  the  application.  A  simple  system  might  use  reference 
data  in  a  "table  lookup"  fashion  to  guide  tne  user  to  an  expert 
solution  (Roach,  Virkar,  Weaver  and  Drake,  198b).  A  complex  and 
powerful  expert  sy steal  could  find  errors  in  new  theories  by 
considering  permutations  of  previous  experience  (Hayes-Kotri,  i 98i). 
Whether  simple  or  complex,  each  expert  system  contains  an  inner 
structure  similar  to  Figure  9  (Hayes-Roth,  198b). 
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Figure  9.  Tfi e  structure  of  a  typical  export  system  ( Hayes -Ruin , 

1 9db j . 


In  Figure  9,  tne  user  interacts  with  a  Knowledge  base  and  the 
system  controls.  Trie  knowledge  base  consists  of  known  facts  about 
the  problem  and  some  rules  or'  applications  mwi.riods  which  chi 
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manipulate  the  facts  to  learn  new  facts.  The  system  controller 
interprets  the  intentions  of  the  user  and  controls  the  application 
of  the  Inference  engine.  An  agenda  is  maintained  by  tne  system 
controller  to  give  order  and  to  keep  track  of  necessary  tasks.  The 
inference  engine  uses  rule  interpretation  to  execute  actions.  In 
the  process  of  examining  possible  truths,  the  inference  engine 
creates  stacks  of  requirements  which  must  be  fulfilled  before 
unproven  facts  or  temporary  truths  can  be  resolved  and  either  added 
to  the  knowledge  base  or  discarded.  The  inference  engine  is  tne 
workhorse  of  the  expert  system.  It  performs  the  unification  and 
resolution  refutations  procedures  necessary  to  extract  answers  from 
individual  facts  (Nilsson,  19^0 ) - 

Expert  system  knowledge  representation.  There  are  three  main 
ways  to  represent  known  facts.  The  first  method  uses  ordered  sets 
or  lists  to  store  discrete  information  (Gensereth  and  Ginsberg, 
1985).  A  brief  example  illustrates  this  representation.  John,  a 
journeyman,  may  be  able  to  do  his  work  well  and  may  desire 
additional  rewards.  These  facts  could  be  represented  as: 

ABILITY. TO. 00. WORK  (John,  Well) 

MEMBER  (John,  Journeyman) 

MEEDS. REWARDS  (John,  High) 

The  variables  ABILITY. TO. DO. WORK,  MEMBER  ancj  NEEDS. REWARDS  are 
attribute  identifiers.  The  two  elements  in  parentheses  show  who  has 
this  attribute  (in  this  case  John)  and  the  value  of  the  attribute 
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(Well,  Journeyman  and  High).  These  lists  are  a  simple  form  of 
predicate  calculus  (Nilsson,  1980).  The  inference  engine  can  find 
the  value  of  an  attribute  for  any  person  by  checking  every 
Identifier  of  the  attribute,  comparing  names  of  persons  and 
returning  the  found  value.  This  method  of  knowledge  representation 
is  com  ion  to  PROLOG  and  LISP  (Winston  and  Horn,  1901). 

Another  way  to  represent  knowledge  is  through  rules 
(Hayes-Roth,  1985).  Rules  evaluate  the  knowledge  base  and  create 
new  truths  or  new  knowledge.  Creating  new  information  with  rules 
when  it  is  needed  reduces  the  amount  of  knowledge  which  needs  to  be 
stored.  For  example,  all  journeymen  are  skilled  craftsmen.  A 
corresponding  rule  would  be: 

IF  MEMBER  U,  Journeyman) 

THEN  ABILITY. TO. DO. WORK  (X,  Well) 

This  rule  says,  if  something  (X.)  is  a  journeyman,  then  create  a  new 
fact  that  something  (same  X)  is  able  to  do  work  Well.  The  rule 
eliminates  the  need  to  have  ABILITY. TO. DO. WORK  (Person,  Well)  for 
every  person  who  can  be  shown  to  be  a  journeyman.  The  process  of 
applying  rules  and  finding  out  the  possible  outcomes  is  called 
forward  chaining.  The  inference  engine  can  also  find  out  if  a 
person  is  able  to  do  work  well  by  looking  for  facts  or  other  rules 
which  prove  that  the  person  is  a  journeyman.  This  process  is  called 
backward  chaining  (Nilsson,  1910). 

The  third  way  of  storing  information  is  as  a  unit  (sometimes 
called  an  object  or  frame).  This  way,  relative  information  is 


grouped  together  as  a  record  in  slots  of  the  unit.  Continuing  the 
example  above,  a  unit  called  John  could  be  shown  as: 


Unit  name:  John 


Slot  name:  ABILITY. TO. DO. WORK 
Slot  value:  Well 
Slot  name:  MEEDS. REWARDS 
Slot  value:  High 


The  inference  engine  can  find  the  value  of  an  attribute  for  any 
person  by  checking  all  units,  comparing  names  and  returning  th' 
value  (see  Fikes  and  Kehler,  1985  for  a  good  summary  of  unit 
systems) . 

The  use  of  units  allows  more  structure  and  control  over  the 
knowledge  base.  Structuring  the  knowledge  base  can  allow  units  to 
inherit  slots  and  slot  values  from  other  units  uch  as  in  Figure  10 

People  |  j  Journeymen  ]  |  John  | 

Subclass 

(Apprentice  j  Link 

Member 

Link 


Figure  10.  Unit  based  knowledge  representation. 


Assume  the  unit  called  People  has  empty  slots  called  ABILITY. TO. DO 
WORK  and  NEEDS. REWARDS.  The  unit  could  be  shown  as 


When  an  object  Is  a  member  of  a  class  of  objects,  much  is  known 
about  the  object  without  explicit  explanation  (Stefik  and  Bobrow, 
1986).  An  object  in  the  class  of  automobiles,  for  instance, 
normally  has  four  wheels,  some  type  of  engine,  a  weight,  a  general 
size,  a  top  speed  and  other  limits  on  what  can  be  done  with  the 
object.  This  method  of  structuring  the  knowledge  base  helps  store 
some  of  the  knowledge  In  the  structure  Itself.  In  Figure  10,  the 
membership  of  John  in  Journeyman  is  shown  by  the  dotted  line.  With 
this  structure,  the  unit  John  would  appear: 


Unit  name:  John 
Member  of:  Journeyman 


Slot  name:  ABILITY. TO. 00. WORK 
Slot  value:  Well 
Slot  name:  HEEDS. REWARDS 
Slot  value:  unknown 


John  inherits  all  the  slots  that  People  has  through  membership  in 
Journeyman.  John's  value  of  ABILITY .TO. DO. WORK  is  the  inherited 
default,  Well.  The  NEEDS. REWARDS  slot  is  inherited  unfilled 
(unknown)  and  can  be  filled  using  some  other  part  of  the  system. 

Expert  system  history.  In  early  first  generation  expert 
systems  such  as  DENDRAL  which  automates  the  determination  of 
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molecular  structure  of  chemicals  from  empirical  formulas,  developers 
used  predominantly  predicate  calculus  to  represent  knowledge.  They 
had  to  create  their  own  inference  engine  to  work  specifically  with 
their  system.  Second  generation  expert  systems  such  as  MYCIM  which 
performs  infectious  disease  consultations,  were  developed  around 
domain- independent  modules  to  interpret  rules  and  acquire  new 
knowledge.  The  independent  modules  give  limited  flexibility  in 
applying  the  inference  engine  to  other  problems.  Third  generation 
expert  systems  are  being  built  on  new,  commercially  available  expert 
system  tools  such  as  KEETM,*  Knowledge  CraftTM  and  S.lTM  which 
provide  most  of  the  architecture  needed  for  control  and 
implementation  of  knowledge  based  systems.  These  state-of-the-art 
tools  allow  the  developer  to  use  rule  based,  frame  based  and/or 
logic  based  methodologies  in  the  expert  system  without  concern  for 
the  inner  working  of  the  inference  engine,  execution  methods  and 
maintenance  of  possible  facts.  It  is  now  possible  to  create 
prototype  systems  in  weeks  where  before  it  took  years  (Friedland, 
1935). 


*KEE  is  a  trademark  of  Intel licorp.  Knowledge  Craft  is  a 
trademark  of  Carnegie  Group,  Inc.  S.l  is  a  trademark  of 
Teknowledge. 
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RESEARCH  DESIGN 


The  research  design  and  development  of  the  prototype  expert 
system  are  the  main  contributions  of  this  research.  This  chapter 
describes  selection  of  a  behavioral  model,  identification  and 
transformation  of  behavior  rules,  choice  of  system  variables  and 
development  of  a  survey  questionnaire  to  measure  the  variables. 

Also,  the  knowledge  base  representation  (both  rules  and  facts)  is 
explained  with  the  system  controlling  functions.  The  method  of 
validating  the  prototype  is  presented  as  well. 

Behavioral  Model  Selection 

Model  requirements.  A  good  behavioral  model  is  needed  to  give 
application  and  direction  to  the  expert  system.  The  model  must  be 
complex  enough  to  capture  the  requisite  variety  of  human  behavior 
and  yet  be  simple  in  Its  structure  and  form  (Mason  and  Mitsoff, 
1981).  Its  components  must  be  measurable  for  application  and  must 
be  flexible  to  allow  variations  for  different  usage.  For  this 
prototype  research,  the  model  needs  a  scope  sufficient  to  validate 
the  concept  of  an  automated  management  consultant  and  yet  be  small 
enough  to  be  achievable.  The  model s  in  Figures  1,  4,  5,  6  and  7 
display  appropriately  complex  relationships.  Those  in  Figures  1,  2, 
4  and  6  have  somewhat  simplified  structures.  The  model s  in  Figures 


2,  4,  5  and  6  have  more  easily  measurable  components.  And,  models 
Figures  1,  3,  5,  6  and  7  give  flexibility  in  their  application. 

Model  selection.  The  Secrist  total  spectrum  model  of  human  and 
organizational  effectiveness  gives  the  best  combination  of  factors. 
However,  the  scope  of  the  model  is  too  large.  Figure  11  shov/s  a 
model  of  reduced  scope  which  appears  reasonable  for  this  research. 
The  macro  environment  in  Figure  6  is  a  fairly  constant  influence 
relating  primarily  geopolitical  and  cultural  variations.  The 
elements  of  organization  context  are  related  to  the  firm's 
technology,  structure,  policies,  leadership  and  major  objectives. 
These  influences  are  generally  stable  and  can  be  eliminated  for  this 
prototype  work  without  jeopardizing  validity. 

Behavior  Rules 

Known  findings.  As  part  of  his  work  in  developing  the  total 
spectrum  model,  Secrist  (1981)  compiled  a  large  number  of  research 
findings  to  substantiate  his  views.  Findings  identify  interrela¬ 
tionships  among  the  organizational  environment,  worker  needs  and 
desires,  working  conditions,  individual  attitude  and  other 
attributes  describing  the  work  force.  Some  findings  relating  to 
management  style,  organizational  policy,  individual  volition  and 
cultural  or  Ideological  Influence  were  generally  eliminated  from 
consideration  in  the  reduced  model. 
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Researchers  have  published  very  consistent  findings  on  many 
elements  contained  In  the  reduced  model,  particularly  In  the  areas 
of  stress,  communications,  Individual  versus  organizational  control 
and  job  characteristics.  After  study  of  over  300  research  reports 
summarized  In  Secrlst's  work  (1981)  or  other  sources,  fifty-one 
preliminary  findings  were  selected  which  combine  and  represent  the 
major,  consistent  and  replicatable  research  relating  organizational 
climate  to  performance.  These  few  rules  do  not  attempt  to  capture 
the  total  knowledge  of  the  findings.  They  are  a  cross  sectional 
sampling  to  show  the  concept  of  rule  transformation  from  behavioral 
findings.  A  short  phrase  describing  each  named  rule  and  Its  source 
Is  Included  In  Appendix  1. 

The  behavior  rules  represent  expert  knowledge  of  organizational 
behavior,  group  dynamics  and  psychological  behavior.  They  form  the 
key  relationships  at  the  heart  of  the  expert  system.  The  behavior 
rules  evaluate  Individual  attitudes  and  climate  variables  and  make 
corresponding  contributions  to  the  performance  and  satisfaction 
measures.  Figure  12  illustrates  this  central  translationing  role 
between  attitudes  and  performance. 


Sample  rules.  Several  findings  consider  the  contribution  of 
autonomy  to  performance  In  organizations  that  need  creativity  with 
high  correlation  coefficients  ( r)  and  low  probability  of  error  (p). 
Patchen's  (1970)  large  scale  multivariate  Investigation  of  800 
nonsupervlsory  engineering  and  power  plant  employees  found  "that 
Increased  employee  control  over  work  methods  resulted  In  greater  job 
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Figure  12.  The  central  translation  role  of  behavior  rules 


Interest  (_r  =  .42,  p  <  .01),  higher  Interest  In  work  innovation  (r  = 
.31,  £  <  .01),  more  pride  In  job  accomplishment  (jr  =  .55,  £  <  .01), 
and  fewer  symptoms  of  stress  (r  =  .37,  £  <  .01)”  (Secrlst,  1931). 
Transforming  Patchen's  findings  into  a  rule  required  establishing 
measures  of  employee  control,  job  Interest,  work  Innovation,  pride 
In  accomplishment  and  stress.  The  variables  selected  to  represent 
these  measures  are:  IND.ORG. CONTROL,  a  climate  variable 
representing  Individual  versus  organizational  control;  SKILL. VARIETY 
and  INDEPENDENT. THOUGHT,  individual  attitudes  concerning  the  job 
evaluation  and  the  need  for  creativity;  ACHIEVEMENT,  EFFICIENCY, 
EXCELLENCE,  JOB. SATISFACTION,  NEED. FULFILLMENT  and  REALIZATION. OF. 
POTENTIAL,  performance  measures.  (The  selection  of  variables  and 
their  use  Is  discussed  at  length  in  the  next  section.)  Paraphrasing 
Patcher's  findings  Into  two  general  statements  which  include  the 
transformation  variables  gives  two  rules: 

Autonomy  Creativity 

Where  employees  have  control  over  work  methods 
( IND.ORG. CONTROL)  and  while  there  Is  a  need  for  creativity 
(SKILL. VARIETY,  INDEPENDENT. THOUGHT) ,  there  Is  increased 
innovation  (EXCELLENCE,  REALIZATION. OF. POTENTIAL) . 

Autonomy  Pride 

Self-control  ( IND.ORG. CONTROL)  Is  related  to  greater  job 
Interest  (ACHIEVEMENT,  EFFICIENCY,  JOB. SATISFACTION)  and  more 
pride  ( NEED. FULFILLMENT) . 


Transforming  these  paraphrased  statements  further  Into  If-then  rules 
using  just  the  variables  gives: 


Autonomy  Creativity 

IF  (IND.ORG. CONTROL  Is  positive) 
and  (The  average  of  SKILL. VARIETY  and 
INDEPENDENT. THOUGHT  Is  positive) 

THEN  (Add  IND.ORG. CONTROL  to  the  list  of  factors 
contributing  to  EXCELLENCE) 
and  (Add  I ND.ORG. CONTROL  to  the  list  of  factors 
contributing  to  REALIZATION. OF. POTENTIAL) 

Autonomy  Pride 

IF  (IND.ORG. CONTROL  is  positive) 

THEN  (Add  I ND.ORG. CONTROL  to  the  list  of  factors 
contributing  to  ACHIEVEMENT) 
and  (Add  IND.ORG. CONTROL  to  the  list  of  factors 
contributing  to  EFFICIENCY) 
and  (Add  IND.ORG. CONTROL  to  the  list  of  factors 
contributing  to  JOB. SATISFACTION) 
and  (Add  IND.ORG. CONTROL  to  the  list  of  factors 
contributing  to  NEED. FULFILLMENT) 

In  these  two  rules,  positive  means  a  positive  contribution  to  some 
desirable  result.  If  IND.ORG.CONTROL  was  not  positive  (neutral  or 
negative)  then  no  contribution  is  made  by  IND.ORG.CONTROL  in  either 
of  the  rules. 
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At  this  point  It  Is  appropriate  to  discuss  how  rules  are  used 
In  expert  systems.  Rules  are  generally  used  to  find  truth.  To 
Illustrate  this  consider  three  rules. 

If  A  then  jl  Rule  1 

If  then  C  Rule  2 

If  A  then  C  Rule  3 

The  application  of  Rules  1  and  2  gives  the  same  result  as  Rule  3. 
(This  Is  called  resolution  In  predicate  calculus.)  Suppose  in  an 
expert  system.  Rule  1  and  Rule  2  were  applied  by  the  inference 
engine.  If  Rule  3  then  became  a  candidate  for  application,  the 
Inference  engine  would  throw  out  Rule  3  because  It  Is  redundant. 

The  relationship  between  A  and  C  had  already  been  shown. 

The  inference  engine's  ability  to  eliminate  redundancy  greatly 
speeds  up  the  computation  process  and  eliminates  wasted  efforts. 
However,  this  ability  Is  not  always  desirable.  The  behavior  rules, 
for  example,  measure  contributions  to  performance.  If  the  behavior 
rules  are  used  In  the  standard  way,  the  contributions  would  be 
distorted.  If  two  rules  contributed  the  same  amount,  the  Inference 
engine  would  assume  one  was  redundant  and  throw  It  out.  Because  of 
this,  the  behavior  rules  were  transformed  into  applications  methods. 
The  use  of  methods  allows  specific  control  over  the  application  of 
the  rule.  Methods  will  be  discussed  further  In  following  sections. 

More  examples.  Two  more  rules  dealing  with  the  contribution  of 
cohesiveness  are  good  examples  of  how  rules  can  chain  together. 


Both  Likert  (1961)  and  McGregor  (I960)  found  that  groups  which 
have  a  highly  participative  environment  (EFFECTIVE. PARTICIPATION,  an 
intermediate  variable);  clear,  understandable  goals  (STANDARD. GOALS, 
a  climate  variable);  frank,  open  communications  (COMM. EFFECTIVENESS, 
a  climate  variable);  have  an  integrated  reward  system  (REWARD. 
SYSTEM,  a  climate  variable);  share  mutual  influence  (LACK .OF. 
INFLUENCE,  a  negative  individual  attitude)  and  are  willing  to  deal 
with  conflict  (STRESS)  are  highly  cohesive  (COHESIVE,  an  intermedi¬ 
ate  variable).  This  is  called  the  Cohesive  Goals  rule.  It  creates 
a  measure  of  cohesiveness  from  Individual,  intermediate  and  climate 
variables. 

In  a  separate  finding.  Seashore  (1951)  found  that  highly 
cohesive  groups  (COHESIVE)  are  above  average  in  performance 
(ACHIEVEMENT,  EFFECTIVENESS,  EFFICIENCY  and  REALIZATION. OF. 

POTENTIAL ,  performance  measures)  when  they  accept  organizational 
goals  (STANDARDS. GOALS,  a  climate  variable).  This  rule  Is  called 
the  Cohesive  Accept  rule.  Applying  these  two  rules  together  through 
the  intermediate  variable  COHESIVE  contributes  positively  to 
performance  measures  in  proportion  to  the  levels  of  participation, 
acceptance  of  goals,  comnunication  effectiveness,  and  lack  of 
stress. 

Some  of  the  findings  are  better  transformed  by  splitting  them 
into  multiple  rules  (like  Autonomy  Creativity  and  Autonomy  Pride 
discussed  previously).  Other  findings  tend  to  overlap.  Redundant 


findings  were  eliminated  but  overlapping  findings  which  contributed 
depth  to  the  rule  base  by  bringing  additional  variables  Into  play 
were  Included. 

Questionnaire 

Variables.  The  preceding  discussion  of  behavior  rules 
introduced,  by  necessity,  variables  to  measure  attributes.  For  the 
rules  to  evaluate  a  situation,  some  measure  of  the  situation  is 
needed. 

The  process  of  transforming  the  behavioral  findings  Into  rules 
for  the  expert  system  Identified  nearly  a  thousand  separate 
variables.  By  carefully  combining  synonyms,  grouping  attributes, 
using  negation  and  stretching  meanings  a  little,  the  number  of 
variables  was  reduced  to  about  150.  As  much  as  possible,  known 
measurable  psychometric  measures  were  used  for  the  variables  (see 
next  section).  The  variables  fell  into  three  groups:  basic 
measures  of  Individual  attitude,  intermediate  variables  created  by 
combined  attitudes  or  as  a  result  of  chaining  rules,  and  performance 
measures.  The  basic  attitude  measures  are  categorized  by  the 
climate  they  help  describe  and  are  shown  in  Appendices  2  through  11. 
The  Intermediate  variables  and  their  derivations  are  in  Appendix  12. 
Appendix  13  lists  the  performance  measures  and  the  words  describing 
performance  that  are  attributed  to  each  measure.  (Note:  some  words 
contribute  to  more  than  one  measure  like  the  word  performance  in  the 
Cohesive  Goals  rule  discussed  earlier.) 
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The  variables  used  to  measure  basic  human  attitudes  were  given 
short  names  for  use  In  the  computer.  The  short  name  does  not  always 
give  the  full  meaning  of  the  attitude  being  measured.  The 
appearance  of  the  short  names  sometimes  causes  a  transformed  rule  to 
appear  different  than  the  original  finding.  A  review  of  the  metric 
used  to  measure  the  attitude  clarifies  the  variable  name. 
(Questionnaire  metrics  are  discussed  in  the  next  section.)  The 
rules  are  very  representative  of  the  findings.  This  is  a  critical 
factor  since  the  strength  of  a  rule  is  in  the  correct  transformation 
of  the  behavioral  research  behind  the  rule  and  in  the  accuracy  of 
the  metric  assigning  values  to  the  variables. 

Measuring  individual  attitudes.  Many  different  sources  were 
used  to  find  valid,  consistent  psychometric  measures  of  the  needed 
attitude  variables.  Secrlst,  McMee  and  paden  (1931)  performed 
extensive  internal  consistency  analysis  and  factor  analysis  in 
developing  measures  to  describe  leader-supervisor  competence, 
organizational  versus  individual  control,  organizational  stress, 
interpersonal  relations  and  the  reward  system  climate  variables. 

The  Hacknan-Oldham  job  diagnostic  survey  was  used  to  measure  job 
characteri sties.  Findings  by  other  researchers  were  used  to  form 
new  measures  for  communications  effectiveness,  standards  and  goals 
and  physical  environment  climate  variables. 

A  survey  questionnaire  was  developed  combining  the  different 
metrics  to  measure  individual  attitudes.  The  questionnaire  makes  a 
statement  (taken,  as  much  as  possible,  directly  from  the  source  of 
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the  variable)  referring  to  some  attitude  or  attribute  of  the  work 
place.  The  respondents  indicated  agreement  or  disagreement  along  a 
Likert  scale.  A  complete  listing  of  the  questionnaire  statements, 
their  variable  names  and  sources  categorized  by  climate  variable  is 
included  in  Appendices  2  through  11.  The  response  alternatives  were 
phrased  to  be  at  least  one  standard  deviation  apart  (Dyer,  Matthews, 
Wright,  and  Yudowitch,  1935).  The  values  of  the  responses  are 
scaled  to  fall  within  the  range  minus  one  to  plus  one.  With  this 
scaling,  zero  is  neutral  and  positive  values  reflect  a  positive 
contribution  to  some  desirable  state  (except  for  stress  variables 
which  are  consistently  used  as  negative  measures). 

The  variables  were  grouped  according  to  the  framework  of  the 
selected  model  in  Figure  11.  Each  group  of  variables  is  combined 
together  to  form  the  climate  measure  for  that  group  (e.g.,  in 
Appendix  2,  COMM. EFFECTIVENESS  is  equal  to  the  average  of 
ACCURATE. COMM,  ANSWERS. AVAIL ,  ...,  SATISFIED -COMM) .  Speaking  of  his 
measures,  Secrist  explains,  responses  to  individual  statements  are 
only  valid  for  measuring  the  attitude  or  attribute  implied  by  the 
statement.  They  are  not,  alone,  good  predictions  of  the  climate 
measures.  However,  taken  as  a  group,  the  average  response  is  an 
internally  consistent,  highly  reliable  predictive  metric  of 
organizational  climate  (Secrist,  McNee  and  Paden,  1931;  G.E. 

Secrist,  personal  communication.  May  21,  1937). 


Computer  Model 


KEE  (Knowledge  Engineering  Environment)  was  selected  as  the 
expert  system  development  shell  for  this  prototype  system.  KEE  has 
an  exceptionally  easy  user  interface  for  creating  precisely 
structured  knowledge  representations.  It  is  a  frame  based  platform 
for  object  oriented  programing  as  well  as  the  use  of  production 
rules.  Its  flexible  inference  engine  can  handle  forward  and 
backward  chaining  with  various  selection  parameters.  Many  built-in 
procedures  are  available  to  invoke  active  values  or  image  displays. 
LISP  procedures  are  easily  attached  as  method  slots  to  any  frame  to 
handle  special  problems.  The  shell  was  Implemented  on  a  Texas 
Instruments  ExplorerTM.* 

Knowledge  representation.  Knowledge  about  individuals  and 
organizations  was  grouped  into  classes.  Each  climate  class  contains 
slots  for  each  attribute  in  the  class.  Interconnecting  classes  witli 
class  links  enables  subclasses  to  inherit  slots  from  prior  classes. 
Figure  13  displays  the  units  which  make  up  the  subclass  of 
Individuals.  The  class  of  Stress  is  expanded  to  show  the  slot  names 
which  correspond  to  attitude  variables.  John  is  a  member  of  the 
Individuals  class  and  inherits  all  the  slots  of  Individuals  with 
their  default  values.  Appendix  15  lists  the  computer  code  of  those 
classes  which  contribute  to  the  Individuals  class.  The  numeric 
value  entered  in  a  slot  represents  the  person's  attitude  about  that 

*Explorer  is  a  registered  trademark  of  Texas  Instruments. 
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Figure  13.  Representation  of  Individuals. 


variable.  For  instance,  a  person  may  respond  to  the  statement,  "In 
my  job,  I  have  to  always  look  busy,"  (see  Appendix  11}  with 
"Slightly  Agree."  The  response  "Slightly  Agree"  is  scaled  to  t.25 
and  stored  in  the  slot  called  APPEAR. BUSY.  The  value  of  the 
variable  APPEAR. BUSY  is  knowledge  about  an  individual  attitude.  The 
value  of  this  variable  contributes  along  with  other  stress  metrics 
to  the  climate  measure  STRESS.  High  levels  of  STRESS  are  sometimes 
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detrimental.  STRESS  Is  used  by  many  rules  In  evaluating  perfor¬ 
mance.  A  change  in  the  value  of  APPEAR. BUSY  would  change  the  value 
of  STRESS  and  therefore  change  the  contributions  STRESS  makes 
towards  performance. 

Figure  14  is  a  similar  display  of  the  units  which  make  up  the 
class  of  Organizations.  The  inherited  slots  for  Organizations 
Include  only  those  which  are  pertinent  for  organizations.  This 
includes  the  class  of  Organizational  Elements  which  Is  expanded  in 
Figure  14  to  show  its  slot  names.  The  computer  code  representing 
Organizations  and  its  superclasses  is  included  in  Appendix  If,.  As 
with  persons,  organizations  are  members  of  the  class  of 
Organizations  and  inherit  all  Organizations  slots. 
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Figure  14.  Representation  of  organizations. 


Application  methods.  The  behavior  rules  represent  the  findings 


of  research  experts  transformed  into  a  form  the  expert  system  can 


understand.  In  this  prototype  management  consultant,  the  rules  are 
formulated  as  applications  methods. 

A  method  is  a  self-contained  procedure  which  causes  things  to 
happen  when  the  method  Is  activated.  As  an  example,  there  is  a 
method  slot  in  the  Ind.Cl imate.Var.Calc  unit  called  COMM.EFFECTIVE- 
NESS.CALC.  This  method  is  inherited  by  every  person  who  is  a  member 
of  the  class  of  Individuals.  To  activate  the  method,  a  message  is 
sent  by  the  system  controller  to  the  person  and  the  method 
COMM. EFFECTIVENESS. CALC  is  activated.  COMM. EFFECTIVENESS. CALC 
averages  the  values  of  all  attitudes  grouped  under  the  communication 
effectiveness  climate  measure  and  puts  the  average  in  the  person's 
COMM. EFFECTIVENESS  slot  as  new  knowledge.  A  computer  code  listing 
of  all  the  methods  used  in  the  expert  system  is  included  as  Appendix 
19. 

The  behavior  rules  methods  function  similar  to  this  example. 
When  it  is  time  to  apply  a  behavior  rule,  a  message  is  sent  by  the 
controller  to  each  rule  requesting  it  be  applied  to  a  specific 
person.  The  rule  is  activated  by  the  message.  If  the  preconditions 
of  the  rule  are  satisfied  for  that  person,  then  the  rule  contributes 
to  the  performance  of  that  person. 

Suppose  the  rule  Role  Clarity  was  sent  a  message  for  John. 

This  rule  says  a  lack  of  clarity  ( ROLE .CONFLICT)  is  substantially 
related  to  job  tensions,  turnover  and  proclivity  to  leave  the  job 
(JOB. SATISFACTION) .  The  method  examines  John's  slot  cjlled 
ROLE .CONFLICT.  If  the  value  there  is  negative  (meaning  there  is  a 
lack  of  clarity),  that  negative  value  is  contributed  to  the 


performance  measure  JOB. SATISFACTION.  The  contribution  is  handled 
by  adding  the  contributed  value  to  the  list  of  all  values  which 
contribute  to  that  performance  measure.  If  John's  ROLE. CONFLICT 
value  was  negative  it  would  contribute  negatively  to  John's  JOB. 
SATISFACTION.  After  all  the  rules  have  been  applied,  another  method 
averages  all  the  contributed  values  into  an  overall  performance 
measure.  Positive  contributions  to  John's  JOB. SATISFACTION  would  be 
pulled  down  by  any  negative  contribution.  The  amount  of  the  decline 
depends  on  the  magnitude  of  the  negative  value  and  the  number  and 
magnitudes  of  other  contributions. 


Control  system.  A  control  system  is  available  to  the  user  to 
enter  new  data,  evaluate  the  expert  system  or  display  individual  or 


organizational  data.  These  functions  are  controlled  by  sending 
messages  to  methods  as  discussed  previously.  Figure  15  shows  the 


Control  Functions 


Add  an  Individual  to  System^ 


Update  a  Persons  Values  - 


Create  an  Individual 

-  Input  Individual  Attitudes 

-  Update  a  Persons  Values 

Evaluate  Individual  Climate  - 
Evaluate  Individual  Performance  - 


Intermediate  Calculations 
Climate  Calculations 

Apply  Behavior  rules 


Update  an  Organization 


Combine  Individual  Climate 
Combine  Individual  Performance 
Weight  Subordinate  Organizations 


Initialize  System 


Add  an  Individual  to  System 
Update  an  Organization 


Display  Values 


Test  Model 


Create  Individual  Displays 
Create  Organizational  Displays 

*  Modify  Attitudes 

Apply  one  Situation  to  one  Organization  Update  a  Persons  Values 

Apply  all  Situations  to  all  Organizations  Update  an  Organization 

'''Display  Values 


Figure  15.  User  control  mechanisms. 


main  control  mechanisms  which  may  be  called  at  any  level.  Some  of 
the  functions  are  nested  so  they  send  messages  to  each  other. 


System  operation.  The  management  consultant  expert  system 
contains  the  structured  framework  representing  the  class  of 
Individuals  and  the  class  of  Organi zations.  The  Behavioral  Rules 
unit  has  all  methods  available.  To  use  the  system,  individuals  and 
their  organizations  are  entered  into  the  model.  Attitude  values  are 
stored  in  the  person's  own  slots. 

After  individuals  are  entered  into  the  model,  individual 
intermediate  and  climate  variables  are  calculated  under  direction  of 
the  controller.  The  behavior  rules  are  applied,  and  their 
contribution  to  each  performance  measure  is  recorded.  A  set  of 
methods  averages  all  contributions  into  overall  measures.  The 
overall  measures  predict  the  levels  of  performance  and  satisfaction 
for  each  individual . 

Organizational  slot  values  are  aggregated  from  the  values  of 
individuals  in  the  organization.  Overall  organizational  perfon.iance 
is  calculated  from  weighted  averages  of  the  performance  measures. 
(These  weights  were  determined  by  interviews  with  the  managers.) 

When  individual  and  organi zational  computations  are  complete,  the 
system  is  considered  updated. 

Use  of  model .  The  updated  expert  system  represents  ttie  state 
of  the  organization  at  the  time  data  were  entered.  The  consultant 
predicts  a  relative  level  of  performance.  The  absolute  value  of 
performance  may  not  be  comparable  between  organizations,  but  the 
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predicted  value  of  performance  can  be  used  to  show  how  changes  in 
individual  attitude  can  affect  performance  in  that  organization. 


Organizational  performance  may  be  sensitive  to  changes  in  some 
attitudes  and  insensitive  to  changes  in  others.  The  sensitivity 
depends  on  the  given  organizational  climate  at  the  time.  Use  of  the 
consultant  allows  managers  to  test  situations  (changes  in  attitude) 
and  then  make  informed  decisions  based  on  the  outcomes. 

Validation  of  the  Model 

Organization  selection.  To  validate  the  model,  organizations 
were  selected  which  represent  a  broad  application  base.  The  United 
States  Air  Force  approved  the  use  of  the  67th  Civil  Engineering 
Squadron  at  Bergstrom  AFB,  Texas  and  11  suborganizations  within  the 
squadron  to  provide  test  data.  This  squadron  is  very  representati ve 
of  a  typical  Air  Force  civil  engineering  squadron  in  both  size  and 
mission  with  the  exception  that  the  squadron's  performance  is  rated 
well  above  average.  Figure  16  shows  a  simplified  organizational 
structure  of  a  civil  engineering  squadron.  The  six  organizations 
under  the  Engineer!' ng/Environmental  Planning  Branch  include 
professional  engineers,  white  collar  technicians  and  administrative 
personnel.  The  six  organizations  as  part  of  the  Structural 
Maintenance  Section  contain  skilled  and  unskilled  craftsmen. 

Members  of  the  organizations  voluntarily  completed  the  attitude 
questionnaire  and  their  responses  were  loaded  into  the  model. 
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Eighteen  hypothetical  situations  which  could  occur  in  almost 
any  organization  were  selected  (see  Appendix  17).  Each  situation 
would  generally  improve  or  degrade  one  of  the  organizational  climate 
measures.  These  situations  became  the  test  basis  for  validating  the 
model . 


Expert  system  predictions.  For  the  expert  system  predictions, 
a  review  of  the  individual  attitude  variables  was  made  for  each 
situation.  Attitudes  which  would  probably  change  under  the 
validation  situations  were  identified  as:  improve  a  lot,  improve  a 
little,  decrease  a  little  or  decrease  a  lot  (see  Appendix  17). 


I 


The  computer  predicts  changes  in  performance  by  changing 
attitudes  of  individuals  according  to  the  selected  category  for  each 
situation.  Attitudes  which  were  to  increase  a  lot  were  raised  a  lot 
according  to  a  nonlinear,  fuzzy  logic  algorithm  (Goldkind,  1983; 
Zadek,  1984).  Others  were  raised  a  little,  decreased  a  little  or 
decreased  a  lot  according  to  other  fuzzy  algorithms.  The  computer 
code  for  the  algorithms  is  In  Appendix  18. 

The  fuzzy  algorithms  use  a  quadratic  type  transform.  If  an 
attitude  was  already  high,  raising  it  had  little  effect.  If  an 
attitude  was  low,  raising  it  made  a  big  difference.  This  carries 
over  to  the  organization  itself.  If  the  organization  has  a  very 
effective  coianunicution  system,  suggested  improvements  would  have 
little  effect.  If  the  communication  system  was  poor,  improvements 
may  make  a  great  deal  of  difference. 
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The  changes  in  performance  for  each  organization  and  each 
situation  were  recorded.  These  changes  are  the  program's  best 


predictions  of  how  the  situations  would  affect  the  real 
organization. 

Managers'  predictions.  Managers  of  each  organization  were  al 
asked  to  predict  the  changes  in  performance  and  satisfaction 
measures  for  each  situation.  The  possible  responses  were:  great 
improvement,  slight  improvement,  no  change,  slight  decrease  and 
great  decrease  for  each  measure  (as  shown  in  Appendix  17). 

A  comparison  of  the  computer  predictions  and  managers' 
predictions  shows  the  agreement  of  the  management  consultant  with 
the  organizational  managers'  predictions. 


DATA  COLLECTION  AND  ANALYSIS 
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This  section  discusses  the  use  of  the  survey  questionnaire  and 
the  statistical  comparison  of  the  expert  system's  predictions  to  the 
manager's  predictions. 

Data  Collection 

Questionnaire  use.  Survey  data  were  collected  in  two 
increments.  The  first  group  included  craftsmen  of  the  Structural 
Maintenance  Section.  Engineers  and  technicians  of  the  Engineering/ 
Environmental  Planning  Branch  were  in  the  second  group.  Each  group 
was  briefed  on  the  purpose  of  the  questionnaire  and  the  nature  of 
the  associated  research.  Workers  and  managers  voluntarily  completed 
the  confidential  attitude  questionnaire.  The  anonymous  responses 
were  identified  only  by  organization  and  coded  in  the  expert  system. 

The  manager  (or  supervisor)  of  each  of  the  11  organizations  was 
briefed  about  the  role  of  job  attitudes  in  job  performance.  The 
eight  performance  and  satisfaction  measures  to  be  used  by  the  expert 
system  (see  Appendix  13)  were  explained  to  the  managers,  and  they 
were  asked  to  weight  the  importance  of  each  in  their  organization. 
Managers  also  considered  each  hypothetical  situation  in  Appendix  17 
and  predicted  how  performance  measures  would  change  for  their 
organization.  Management  predictions  became  the  basis  for 
validating  the  expert  system. 


Expert  system  predictions.  Individual  attitudes  taken  from  the 


questionnaires  were  combined  to  calculate  climate  variables  for  the 
Individual.  Behavior  rules  were  applied  to  the  climate  variables, 
individual  attitudes  and  other  intermediate  variables  to  calculate 
individual  performance  measures.  Organizational  climate  variables 
and  performance  measures  were  aggregated  from  the  membership  to 
establish  reference  performance  levels. 

The  consultant  considered  each  of  the  hypothetical  situations 
for  each  computerized  organization.  Attitudes  of  individuals  in  the 
organizations  were  adjusted  by  the  fuzzy  algorithms  according  to 
categories  shown  in  Appendix  17,  and  behavior  rules  were  reapplied 
using  the  changed  attitudes  and  climates.  The  consultant  calculated 
the  change  of  the  new  performance  measures  from  the  reference 
measures  for  each  organization.  Calculations  became  the  program's 
predictions  for  validating  the  expert  system. 

Observations  on  data  collection.  Although  not  a  direct  part  of 
this  research,  it  is  interesting  to  note  that  respondents  to  the 
survey  were  happy  to  express  their  attitudes.  Many  made  verbal  and 
written  remarks  saying  many  measurements  were  particularly  relevant 
to  their  job.  Simple  observations  of  individual  attitudes  displayed 
many  specific  problems  which  could  probably  be  easily  rectified  if 
known  by  the  supervisor  (e.g.,  isolated  high  stress  levels, 
disgruntled  employees  and  individual  frustrations) .  Where  effects 
were  widespread,  they  show  in  the  climate  variables.  The  poor 
physical  environment  of  the  Drafting  Shop  is  an  example  of  this. 
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Because  of  confidential ity,  organizations  were  not  given  feedback 
from  the  questionnaire.  However,  it  is  evident  that  the  survey  did 
identify  specific  needs  within  the  organization  which  may  be 
remedied.  It  also  identifies  both  highly  ambitious  and  motivated 
employees. 

Statistical  Analysis 

Nature  of  the  data.  Managers  reported  their  predictive 
measurements  for  each  situation  on  a  discrete  Likert  scale  with  a 
range  from  1  to  5  with  3  being  neutral.  These  responses  follow  an 
ordinal  scale. 

Consultant  predictions  were  based  on  calculated  changes  in 
performance.  Typical  values  of  performance  in  the  expert  system 
ranged  from  0.2  to  0.5.  Most  changes  in  performance  measured 
between  -0.1  and  0.1  on  a  continuous  interval  scale. 

Scale  differences  in  the  two  predictions  limit  the  statistics 
that  can  be  used  to  make  comparisons.  Most  parametric  statistical 
methods  require  at  least  interval  scale  (Pfaffenberger  and 
Patterson,  1977).  This  leaves  simple  comparison  tests, 
nonparametric  tests  or  data  manipulation  to  improve  the  data  for 
parametric  tests.  All  three  methods  are  used  in  this  analysis. 

Concurrence  test.  In  this  test,  managers'  predictions  were 
paired  with  the  program's  predictions  and  a  simple  agree/disagree 
decision  was  made  (Sobel  and  van  Breda,  1937).  If  managers 
predicted  a  performance  measure  would  improve  (or  remain  the  same) 


and  the  consultant  predicted  a  positive  difference  in  the  measure 
the  value  of  CONCUR  was  given  the  value  of  one.  One  was  also  given 
if  both  predicted  negative/reductions  in  performance.  If  the  two 
predictions  disagreed,  CONCUR  was  given  a  value  of  zero.  In  this 
way,  the  mean  value  of  CONCUR  for  each  situation  and  measure,  for 
the  11  organizations,  gives  a  probability  of  concurrence.  The 
results  of  this  test  are  in  Table  1. 

The  probabilities  of  concurrence  by  performance  measure  are  all 
above  0.70.  The  probabilities  by  situation  ranged  from  0.30  to  0.97 
with  two-thirds  above  0.75.  In  situations  where  concurrence  is  less 
than  0.5,  there  is  a  significant  difference  between  the  managers  and 
the  consultant.  Further  work  with  managers  is  necessary  to  confirm 
their  opinions  in  these  situations  before  discounting  the 
consul tant. 

The  probability  of  concurrence  listed  by  organization  is  in 
Table  2.  The  concurrence  of  the  Engineeriny/Environmental 
organizations  are  quite  consistent  except  for  the  Engineering 
Branch.  This  is  unusual  since  the  branch  performance  measures  are 
aggregates  of  the  organi zations  in  the  branch.  This  shows  that  the 
perceptions  of  the  branch  chief  are  significantly  different  from  his 
subordinate  managers.  Again  further  work  with  the  branch  chief  may 
clarify  the  differences. 
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TABLE  2 


Probability  of  Concurrence  by  Organization 


Organization  Mean  Value  of  CONCUR 


Drafting 

0.B8 

Engineering  Design 

0.85 

Environmental  Planning 

0.74 

Real  Property 

0.71 

Construction  Management 

0.65 

Engineering  Branch 

0.49 

Masons 

0.88 

Carpenters 

0.76 

BEST 

0.89 

Plumbers 

0.81 

Metal  Shop 

0.81 

The  concurrence  test  indicates  the  consultant  agreed  with 
managers'  predictions  11%  of  the  time.  This  is  very  good 
considering  that  the  managers  concurred  with  each  other  lit  of  the 
time  when  they  evaluated  the  situations. 

Nonparametric  rank  test.  Many  nonparametric  tests  deal  with 
rank  values  of  data  rather  than  the  data  Itself.  Spearman's  rho 
coefficient  uses  the  Pearson  moment  correlation  formula  for  normal 
paired  correlation  substituting  paired  rank  values  for  the  paired 
data  values  ( Pfaffenberger  and  Patterson,  1977).  The  Spearman  rho 
coefficient  for  comparing  predictions  for  all  organizations  was  0.55 
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with  a  probable  error  less  than  0.0001.  The  coefficients  listed  by 
organization  are  in  Table  3.  The  Spearman  rho  test  Is  valid  over 
the  full  range  of  situations  but  is  not  valid  for  individual 
situations  where  few  data  points  are  clustered. 

TABLE  3 

Spearman  rho  Coefficient  by  Organization 


Organi zatlon 

rho 

Drafting 

0.70 

Engineering  Design 

0.57 

Environmental  planning 

0.50 

Real  Property 

0.41 

Construction  Management 

0.57 

Engineering  Branch 

0.35 

Masons 

0.70 

Carpenters 

0.55 

BEST 

0.60 

Plumbers 

0.01 

Metal  Shop 

0.39 

Overal 1 

0.55 

One  improvement  in  the  Spearman  rho  test  was  obtained  by 
averaging  the  predicted  performance  measures  within  each  situation 
by  organization.  Using  the  mean  of  the  eight  performance  and 
satisfaction  variables  appears  appropriate  since  the  measures  were 


very  consistent  within  situations.  Uith  the  reduced  number  of  data 
points,  the  Spearman  rho  coefficient  was  0.66. 

This  test  is  stronger  than  the  simple  concurrence  test.  It 
shows  a  solid  correlation  between  consultant  predictions  and 
management  predictions  of  performance  and  performance  averages. 


Approximate  parametric  tests.  When  the  eight  discrete 
performance  predictions  from  organization  managers  were  averaged  by 
situation,  it  made  the  predictions  pseudocontinuous  and  almost 
interval.  Although  it  may  not  be  completely  valid,  the  paired 
averages  were  compared  using  the  Pearson  moment  correlation.  The 
correlation  coefficient  for  the  engineering  group  was  0.57  and  for 
the  structures  group  was  0.51  at  probable  error  of  0.0001.  The 
overall  coefficient  was  0.63.  The  coefficients  by  organization  are 
in  Table  4. 

The  correlation  test  is  more  restrictive  than  the  nonparaaetric 
tests.  It  relates  closeness  of  fit  between  the  prediction  pairs. 
Values  above  0.5  represent  close  correlation  for  behavioral  issues. 
This  is  confirmed  by  concurrence  tests  using  the  averaged 
predictions  giving  0.94  for  the  structures  group  and  0.33  for  the 
engineering  group. 


Questionnaire  evaluation.  A  stepwise  regression  analysis  of 
the  questions  used  to  measure  climate  variables  was  performed  to 
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TABLE  4 

Pearson  Moment  Correlation  Coefficient  by  Organization 


Organization 

Drafting 

Engineering  Design 
Environmental  Planning 
Real  Property 
Construction  Management 
Engineering  Branch 


Masons 


Coefficient 


Carpenters 


Plumbers 
Metal  Shop 
Overal 1 


evaluate  the  questionnaire.  The  results  are  in  Tables  5  through  14. 
In  most  cases,  95%  of  the  variance  in  the  climate  variable  is 
captured  by  fewer  than  6  measures.  There  are  large  differences 
between  groups  probably  due  to  the  small  sizes  (11  respondents  in 
the  structural  group,  32  in  the  engineering  group  for  63  total) 
(Cronback,  1951).  Based  on  the  limited  sample,  the  metrics 
developed  for  communications  effectiveness,  standards  and  goals  and 
physical  environment  appear  almost  as  reliable  as  those  created  by 
Secrist  and  Macknan/Oldham. 
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TABLE  5 

Stepwise  Regression  of  Questionnaire  on  Communications  Effectiveness 


Engineering 


Structures 


Overal 1 


Question 

Number 

Cumulative 

R  Square 

Question 

Number 

Cumulative 

R  Square 

Question 

Number 

CuTiul  ati  ve 
R  Square 

12 

0.72 

2 

0.6.3 

12 

0.57 

2 

0.31 

4 

0.33 

2 

0.30 

5 

0.91 

5 

0.39 

3 

0.37 

6 

0.93 

6 

0.92 

5 

0.90 

3 

0.95 

7 

0.94 

11 

0.92 

8 

0.96 

12 

0.97 

9 

0.94 

7 

0.97 

3 

0.93 

7 

0.95 

11 

0.93 

9 

0.93 

10 

0.97 

4 

0.93 

3 

0.99 

1 

0.93 

10 

0.99 

11 

0.94 

4 

0.93 

0 

0.99 

10 

0.99 

6 

0.99 

1 

1.00 

1 

1.00 

3 

1.00 
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TABLE  6 

Stepwise  Regression  of  Questionnaire  on  Individual  Versus 
Organizational  Control 


Engineering  Structures  Overall 


Question 

Number 

Cumulative 

R  Square 

Question 

Number 

Cumulative 

R  Square 

Question 

Number 

““Cumulative 
R  Square 

2 

0.60 

1 

0.74 

2 

0.65 

9 

0.77 

2 

0.93 

4 

0.76 

3 

0.07 

7 

0.37 

6 

0.03 

10 

0.94 

6 

0.90 

9 

0.33 

5 

0.96 

3 

0.91 

10 

0.91 

11 

0.93 

9 

0.93 

9 

0.93 

4 

0.93 

3 

0.95 

5 

0.95 

3 

0.9.3 

10 

0.97 

3 

0.97 

7 

0.93 

5 

0.99 

7 

0.93 

l 

0.99 

4 

0.99 

1 

0.99 

6 

1.00 

11 

1.00 

11 

1 .00 
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TABLE  7 


Stepwise  Regression  of  Questionnaire  on  Interpersonal  Relations 


Engineering  Structures  Overall 


Question 

Number 

Cumulative 

R  Square 

Question 

Number 

Cumul ati ve 

R  Square 

Question 

Number 

Cumulative 
R  Square 

10 

0.62 

10 

0.59 

10 

0.60 

3 

0.30 

7 

0.77 

3 

0.72 

3 

0.37 

4 

0.34 

3 

0.32 

11 

0.91 

l 

0.91 

11 

0.37 

1 

0.93 

11 

0.94 

7 

0.90 

5 

0.96 

2 

0.96 

1 

0.93 

9 

0.97 

3 

0.97 

2 

0.95 

4 

0.93 

9 

0.93 

4 

0.96 

7 

0.93 

5 

0.99 

12 

0.97 

12 

0.99 

12 

0.99 

9 

0.93 

2 

0.99 

3 

0.99 

5 

0.99 

5 

1.00 

5 

1.00 

5 

1.00 

TABLE  3 


Stepwise  Regression  of  Questionnaire  on  Job  Characteristics 


Engineering 


Structures 


Overal 1 


:  umu  iTti  ve 

R  Square 

Question 

Number 

Cumulative 

R  Square 

Question 

Number 

Tumul ative 
R  Square 

0.73 

2 

0.74 

2 

0.70 

0.33 

7 

0.35 

7 

0.31 

0.39 

3 

0.39 

3 

0.37 

0.92 

12 

0.94 

12 

0.91 

0.95 

13 

0.95 

13 

0.94 

0.95 

1 

0.97 

10 

0.95 

0.97 

5 

0.93 

11 

0.97 

0.93 

11 

0.93 

5 

0.93 

0.99 

9 

0.93 

4 

0.93 

0.99 

6 

0.99 

5 

0.99 

0.99 

10 

0.99 

9 

0.99 

0.99 

4 

0.99 

9 

0.99 

1.00 

3 

1.00 

1 

1.00 
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Stepwise  Regression  of  Questionnaire  on  Leader-Supervisor  Competence 


Engineering  Structures  Overall 


Question 

Number 

Cumulative 

R  Square 

Question 

Number 

Cumulative 

R  Square 

Question 

Number 

Cumulative 
R  Square 

12 

0.33 

12 

0.69 

12 

0.31 

14 

0.93 

7 

0.33 

14 

0.91 

2 

0.97 

4 

0.92 

2 

9.94 

6 

0.93 

9 

0.95 

3 

0.95 

7 

0.93 

1 

0.97 

1 

0.95 

3 

0.99 

14 

0.93 

7 

0.97 

3 

0.99 

15 

0.93 

6 

9.93 

1 

0.99 

5 

0.99 

3 

0.93 

13 

0.99 

13 

0.99 

16 

0.99 

5 

0.99 

10 

0.99 

5 

0.99 

IS 

0.99 

3 

0.09 

13 

0.99 

15 

0.99 

11 

0.99 

15 

0.99 

10 

0.99 

3 

0.99 

4 

0.99 

4 

0.99 

6 

0.99 

10 

0.99 

11 

0.99 

15 

0.99 

9 

0.99 

9 

1 .00 

2 

1.00 

11 

1.00 
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TABLE  13 

Stepwise  Regression  of  Questionnaire  on  Personal  Meeds 


Engineering 
Question  Cumulative 
Number  R  Square 

Structures 

Question  Cumulative 
Number  R  Square 

Overall 

Question  Cumulative 
Number  R  Square 

5 

0.51 

14 

0.54 

15 

0.44 

12 

0.71 

11 

0.74 

7 

0.69 

1 

0.35 

15 

0.33 

3 

0.31 

3 

0.91 

10 

0.83 

12 

0.33 

2 

0.93 

6 

0.91 

14 

0.90 

3 

0.95 

1 

0.94 

1 

0.92 

14 

0.96 

8 

0.95 

5 

0.93 

9 

0.97 

7 

0.96 

11 

0.94 

15 

0.97 

12 

0.93 

6 

0.05 

5 

0.93 

5 

0.93 

9 

0.97 

17 

0.93 

9 

0.99 

10 

0.97 

16 

0.93 

4 

9.99 

11 

0.99 

17 

0.93 

19 

0.99 

13 

0.9) 

4 

0.99 

2 

0.99 

7 

0.99 

16 

0.99 

13 

1 .00 

3 

1  .93 
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TABLE  11 


ctepwise  Regression  of  Questionnaire  on  Physical  Environment 


Engineering  Structures  Overall 


Question 

Number 

Cunu'l  ati  ve 

R  Square 

Question 

Number 

Cumulative 

R  Square 

Question 

Number 

Cumul ati ve 
R  Square 

4 

0.64 

9 

0.47 

4 

0.52 

7 

0.32 

2 

0.77 

2 

0.75 

5 

0.39 

10 

0.36 

5 

0.34 

1 

0.94 

7 

0.91 

7 

0.39 

12 

0.96 

11 

0.93 

12 

9.92 

3 

0.93 

3 

0.95 

1 

0.94 

3 

0.93 

12 

0.97 

9 

0.95 

11 

0.93 

4 

0.97 

3 

0.96 

9 

0.99 

5 

0.93 

10 

0.97 

10 

0.99 

1 

0.99 

5 

0.93 

6 

0.99 

3 

0.99 

11 

0.99 

2 

1  .00 

6 

1.00 

3 

1.00 

TABLE  12 


Stepwise  Regression  of  Questionnaire  on  Organizational  Reward 
Systems 


Engineering 
Question  C ur.iu  I  ati  ve 
R  Square 


Structures 

Question  Cumu  I  ati  ve 
Number  R  Square 


Overjl 1 

Question  Cumul ati  ve 
Number  R  Square 


Number 


Number 
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Stepwise  Regression  of  Questionnaire  on  Standards  and  Goals 


Engineering 
Question  Cumulative 
Number  R  Square 

Structures 

Question  Cumulative 
Number  R  Square 

Overal 1 

Question  Cumulative 
Number  R  Square 

11 

0.75 

3 

0.45 

11 

0.59 

3 

0.95 

11 

0.64 

3 

0.73 

9 

0.90 

7 

0.75 

7 

0.34 

7 

0.93 

2 

0.31 

3 

0.33 

9 

0,95 

9 

0.97 

2 

0.92 

2 

0.97 

10 

0.90 

13 

0.94 

10 

0.97 

9 

0.93 

3 

0.95 

4 

0.93 

4 

0.95 

4 

0.97 

6 

0.99 

5 

0.99 

6 

0.99 

S 

0.99 

1 

0.99 

5 

3.99 

1 

1.00 

5 

1.00 

l 

1.00 

TABLE  14 


Stepwise  Regression  of  Questionnaire  on  Stress 


Engineering  Structures  Overall 


Question 

Number 

Cumulative 

R  Square 

Questi on 
Number 

Cumulative 

R  Square 

Question 

Number 

’"Cumulative 
R  Square 

4 

0.76 

2 

0.74 

2 

0.72 

3 

0.97 

12 

0.95 

12 

0.82 

10 

0.91 

3 

0.90 

7 

0.93 

12 

0.94 

5 

0.93 

3 

0.92 

7 

0.96 

10 

0.94 

4 

0.94 

6 

0.97 

6 

0.96 

10 

0.96 

5 

0.99 

9 

0.97 

6 

0.95 

9 

0.99 

3 

0.93 

9 

0.97 

1 

0.99 

1 

0.93 

5 

0.93 

2 

0.99 

7 

0.99 

1 

0.99 

a 

0.99 

4 

0.99 

3 

0.99 

li 

1.00 

11 

1.00 

11 

1  .00 
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CONTRIBUTIONS,  FURTHER  RESEARCH  AND  CONCLUSIONS 


This  section  discusses  the  significant  contributions  of  this 
research;  suggests  areas  where  this  research  could  be  expanded, 
extended  or  modified  and  includes  concluding  remarks. 

Contribution 

Individual  attitude  questionnaire.  The  survey  questionnaire 
used  in  this  research  combined  research  from  many  sources  into  a 
single  instrument  to  measure  the  full  climate  of  organizations.  The 
portions  measuring  communications  effectiveness,  standards  and  goals 
and  physical  environment  are  now  available  and  consistent  with 
previously  defined  metrics. 

Preliminary  behavior  rules.  The  behavior  rules  written  as 
application  methods  in  the  expert  system  demonstrate  a  procedure  for 
transforming  behavioral  findings  into  if-then  production  rules. 

This  procedure  may  be  expanded  into  other  research  areas  for  use  in 
future  expert  systems. 

Knowledge  representation.  The  expert  system  developed  in  this 
research  displays  a  workable  structure  representing  individuals  and 
organizations  in  a  computer  knowledge  base.  The  controller  system, 
application  methods  and  validation  technique  are  suitable  for  a 
large  variety  of  expert  system  applications. 
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Future  Research 

This  research  prompted  consideration  of  several  areas  of 
further  research  to  improve  and  expand  the  prototype  expert  system. 

Questionnaire  improvement.  The  attitude  questionnaire  is 
somewhat  lengthy.  Further  testing  of  the  survey  may  make  it 
possible  to  reduce  the  number  of  questions  without  significant  loss 
in  reliability. 

Alternate  performance  measures.  The  consultant  was  validated 
using  changes  in  performance  since  the  absolute  values  of 
performance  may  not  be  comparable  between  organizations.  Additional 
research  relating  performance  to  measurable  productivity  nay 
substantiate  the  expert  system's  findings  and  give  improved  feedback 
(Tuttle,  1936). 

Sensitivity  analysis.  A  behavior  rule  contributes  to 
individual  performance  only  if  the  preconditions  are  met.  A 
sensitivity  of  the  rules  and  precondition  variables  may  give 
valuable  insight  into  the  importance  of  specific  variables  and/or 
rules. 

Weighting  of  values.  When  the  consultant  aggregated  values  for 
climate  and  performance  variables,  the  values  were  equally  weighted 
(with  the  exception  of  OVERALL .PERFORMANCE  which  weighted 
organizational  measures  according  to  the  weights  managers  assigned). 
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Currently,  the  attitudes  of  high  performers  and  low  performers  are 
considered  equally.  Further  research  could  improve  this  situation. 

Additional  behavioral  research  may  show  ideal  weighting  factors 
for  specific  work  domains.  This  was,  in  fact,  the  goal  of  Sacrist's 
work  from  1976  to  1981  which  established  the  climate  measures  for 
research  scientists.  (G.E.  Secrist,  personal  communication,  'lay  TO, 

1987.)  Using  the  consultant  with  a  variety  of  organizations  may 
facilitate  the  establ ishment  of  such  weights. 

The  consultant  could  also  be  used  in  conjunction  with  the 
productivity  measures  and  sensitivity  analysis  to  adjust  its  own 
•weights  in  a  recursive  fashion.  This  technique  may  help  formulate 
the  nonlinear  weighting  schemes  proposed  by  Naylor,  Pritchard  and 
Ilgen  (1980). 

Development  of  situational  variables.  Variables  identified  as 
affected  by  the  hypothetical  situations  used  to  validate  the  model 
were  selected  by  careful  consideration  and  knowledge  of  the 
attributes  and  their  meanings.  The  typical  user  would  not  be  able 
to  categorize  the  most  appropriate  variables  for  a  given  situation. 

A  natural  language  interface  with  a  parser  specifically  designed  for 
behavior  issues  may  be  able  to  categorize  variables  for  situational 
analysi s. 

Validation  group.  In  the  validation  process,  managers  made 
predictions  based  on  their  perceptions  of  their  employees.  The 
consultant  calculated  predictions  based  on  the  employee's  own 
perceptions  arid  attitudes.  The  disparity  between  these  two  points 
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of  view  could  be  reduced  by  surveying  all  employees  about  the 
hypothetical  situations  in  lieu  of  just  the  managers. 

Use  of  volition.  Secrist's  total  spectrum  model  of  human 
performance  and  organizational  effectiveness  (see  Figure  5) 
translates  human  abilities  (mental,  physical,  experience,  volition 
and  other  factors)  through  job  characteristics  and  climate  variables 
into  performance  measures.  The  model  used  in  the  prototype  (see 
Figure  11)  reduced  the  human  abilities  portion  to  simply  human 
attitudes.  The  volition  of  the  employee  (the  willingness  to  act  in 
a  given  circumstance)  is  probably  the  next  attribute  to  measure  and 
add  to  the  reduced  model .  An  employee  may  have  desire,  motivation 
and  the  right  work  climate  but  may  not  perform  without  volition. 

Cone! usions 

This  research  shows  it  is  possible  to  represent  organi zati onal 
climate  in  an  expert  system  and  predict  performance  using  known 
behavioral  research  findings.  The  consultant  can  evaluate  ttie 
effects  of  changes  in  attitude  upon  performance  and  help  managers 
make  more  informed  decisions. 

Several  thought  provoking  ideas  about  the  use  of  automated 
behavior  analysis  and  its  application  in  the  work  place  resulted 


from  tin's  research. 
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APPENDIX  1 
BEHAVIOR  FINDINGS 


This  appendix  paraphrases  select  behavioral  research  findings 
as  preliminary  rules  which  can  be  used  to  evaluate  performance.  A 
general  statement  of  the  rule  is  given  with  its  source.  Variables 
in  parenthesis  are  the  corresponding  variables  used  in  the  expert 
system.  The  transformation  of  these  rules  into  if-then  phraseology 
for  the  expert  system  is  in  Appendix  14. 

Autonomy  Creativity 

Where  employees  have  control  over  work  methods  (IND.ORG. 
CONTROL)  and  while  there  is  a  need  for  creativity  (SKILL. VARIETY. 
INDEPENDENT .THOUGHT) ,  there  is  increased  innovation  (EXCELLENCE, 
REALIZATION. OF. POTENTIAL) . 

(Patchen,  1970) 


Autonomy  Growth 

Behavior  is  dominated  by  the  most  basic  group  of  unsatisfied 
needs.  If  autonomy  is  low  ( IND.ORG. CONTROL)  and  chances  for  growth 
are  low  (GROWTH. DEVELOP)  then  satisfaction  will  be  low 
( NEED. FULFILLMENT,  SELF-REALIZATION) . 

(Maslow,  1970) 
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Challenge  Opportunity 

Challenging  work  (JOB. CHALLENGE)  and  opportunity  to  use  valued 
abilities  (GROWTH. DEVELOPMENT. HO)  are  found  to  be  important  in 
retention  decisions  (call  it  loyalty)  (ACHIEVEMENT,  NEED. 
rni.riLLHF.NT) . 

(Mosbach  and  Scanlan,  1979) 

Chal 1 enge  Responsibility 

Challenging  work  (JOB. CHALLENGE)  should  be  coupled  with  liberal 
responsibi 1 i ty  ( INO.ORG. CONTROL)  for  best  performance  (ACHIEVEMENT) . 

(Schultz,  1970) 

Challenge  Satisfaction 

Job  challenge  (JOB. CHALLENGE)  is  a  primary  determinant  of  job 
satisfaction  ( NEED. FULFILLMENT,  SELF. REALIZATION,  JOB. SATISFACTION) . 
(Walsh,  Taber  and  Beehr,  1980;  Schneider  and  Hall,  1972) 

Cohesive  Accept 

Highly  cohesive  groups  (COHESIVE)  are  above  average  in 
performance  (ACHIEVEMENT,  EFFECTIVENESS,  EFFICIENCY,  REALIZATION. OF. 
POIEN UAL )  when  the  group  accepts  the  organization' s  goals 
(STANDARDS. GOALS) . 


(Seashore,  1954) 
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Cohesive  Goals 

Cohesive  groups  (COHESIVE)  generally  demonstrate  universal 
participation  ( EFFECTIVE.PARTICIPATION) ,  have  clear,  understandable 
objectives  ( STANDARDS. GOALS) ;  have  frank,  open  communications 
( COMM. EFFECTIVENESS) ;  have  integrated  values  and  needs  (REWARD. SYS) ; 
share  mutual  influence  (LACK. OF. INFLUENCE);  and  are  willing  to  deal 
with  conflict  (STRESS). 

(Likert,  1951;  McGregor,  1960) 

Cohesive  Identify 

Cohesiveness  ( COHESIVE)  is  linked  to  identification  with  the 
work  organization  ( REALIZATION .OF .POTENTIAL ) . 

(Patchen,  1970) 

Cohesive  Non-Accept 

Highly  cohesive  groups  (COHESIVE)  perform  below  average 
(ACHIEVEMENT,  EFFECTIVENESS,  EFFICIENCY,  REALIZATION. OF. POTENTIAL) 
if  the  group  does  not  accept  the  organizational  goals 
(STANDARDS. GOALS). 

(Seashore,  1954) 

Cohesive  Productive 

Cohesive  groups  ( COHESIVE )  are  typically  more  productive 
(ACHIEVEMENT,  EFFECTIVENESS). 


(Mills,  1967) 


Communications  Effectiveness 


The  communications  system  (COMM. EFFECTIVENESS)  ties  together 
efficiency  and  resource  use  (EFFICIENCY) . 

(Berio  in  Farace  and  MacDonald,  1974) 

Commitment  Communications 

Groups  with  greater  commitment  to  goals  ( STANDARDS. GOALS) ,  more 
open  communication  ( COMM. EFFECTIVENESS)  and  more  friendly 
interpersonal  relations  ( INTERPERSONAL. REL)  manifest  cohesiveness 
(COHESIVE). 

(Secrist,  1981) 


Pi strust 

In  a  highly  participative  environment  ( EFFECTIVE. 

PARTICIPATION) ,  if  there  is  distrust  (TRUST),  it  destroys  concerted 
actions  ( SELF. REALIZATION) . 

(Rosenfeld  and  Smith,  1967) 

External  Control 

External  control  ( IND .ORG .CONTROL )  is  less  effective  because  it 
contributes  to  psychological  withdrawal  (call  it  job  interest) 
(ACHIEVEMENT,  EFFICIENCY,  JOB. SATISFACTION)  and  diminishes 
willingness  to  contribute  (call  it  job  attitude)  (NEED. FULFILLMENT, 
ACHIVEMENT) . 

(Argyris,  1972) 
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Fulfil lnent  Growth 


Higher  order  need  gratification  ( NEED. FULFILLMENT)  is  related 
to  the  autonomy  of  the  job  ( IHD.ORG. CONTROL)  and  the  growth 
experiences  of  the  job  ( GROWTH. DEVELOPMENT ) . 

(Lawler  and  Hall ,  1970) 


Interest  Supervisor 

Interesting  work  ( SKILL. VARIETY. HO,  JOB. CHALLENGE)  and  a  good 
supervisor  ( LEADER. SUPER)  produce  job  satisfaction  (JOB. 

SATISFACTION)  and  efforts  at  efficiency  (EFFICIENCY). 

Interpersonal  Relations 

Participation  in  decision  making  across  work  groups  and  within 
work  groups  ( INTERPERSONAL .REL )  results  in  increased  involvement  and 
CO:.mi  tr.ient  (ACHIEVEMENT,  REALIZATION. OF. POTENTIAL,  JOB. SATISFACTION, 

NEED. FULFILLMENT). 

(Drake  and  Mitchell,  1978) 

I nvol vernent 

Job  involvement  ( INVOLVEMENT,  NEED. FOR. INVOLVEMENT)  is  a  potent 
moderator  of  organi zational  environment  ( PHYSICAL .ENVIR)  and 
individual  satisfaction  (JOB. SATISFACTION,  MEED. FULFILLMENT) . 

(Batlis,  1978) 
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Lack  of  Stress 


Total  lack  of  job  stress  ( STRESS)  may  cause  a  negative 
deviation  from  nominal  functioning  ( ACHIEVEMENT,  EFFICIENCY, 
EFFECTIVENESS,  REALIZATION. OF. POTENTIAL) . 

(Beehr  and  Newman,  1973;  Schuler,  1930;  Wherry  and  Curran,  1966) 

Leader  Climate 

Leader  behavior  (LEADER. SUPER)  and  organizational  climate 
(OVER. ALL. CLIMATE)  contribute  to  increased  accidents  and  injury 
(EFFICIENCY,  EFFECTIVENESS,  JOB. SATISFACTION,  REALIZATION. OF. 
POTENTIAL) . 

(Butler  and  Jones,  1979) 

Meaningful  Work 

If  work  is  meaningful  (SKILL. VARIETY .HO,  TASK .IDENTITY , 

TASK. CONTINUITY,  TASK . SIGNIFICANCE )  in  an  autonomous  environment 
( IND .QRG. CONTROL)  and  offering  appropriate  rewards  ( REWARD .SYS) 
then  workers  will  be  highly  motivated  (JOB. SATISFACTION,  NEED. 
FULFILLMENT,  ACHIEVEMENT,  EFFECTIVENESS,  EFFICIENCY,  REALIZATION. OF. 
POTENTIAL) . 

(Hackman  and  Oldham,  1975,  1976) 

Mot ivation  Skill  Use 

Job  motivation  (JOB .MOTIVATION)  is  proportional  to  use  of 
skills  (SKILL. VARIETY) ,  individual  control  of  work  ( I_ND_L0Rfi. CONTROL) 
and  feedback  ( REWARD . SYS) . 

(Hackman  and  Oldham,  1930) 


Overall  Climate 

The  job  setting  and  organizational  environment  (OVER. ALL. 
CLIMATE)  is  a  primary  source  of  need  satisfaction  ( MEED. 
FULFILLMENT). 

(Secrist,  1981) 

Participation  Involvement 

Participati ve  management  can  be  effective  to  instill  a  sense  of 
involvement  (JOB. SATISFACTION)  and  meet  higher  order  needs 
(NEED. FULFILLMENT,  SELF. REALIZATION) . 

(Rosenfeld  and  Smith,  1967) 

Participation 

Employee  participation  ( EFFECTIVE. PARTICIPATI ON)  improves  job 
attitudes  (ACHIEVEMENT,  NEED .FULFILLMENT)  and  performance 
(ACHIEVEMENT,  EFFECTIVENESS,  EFFICIENCY,  REALIZATION. OF. POTENTIAL) . 
(Chaney,  1969;  Scheflen,  Lawler  and  Hackman,  1971;  Vroom,  1963) 

Reward  Importance 

There  is  a  strong  link  between  reward  importance  (IMPORTANCE. 

OF .REWARD) ,  job  feedback  ( REWARD. SYS)  and  job  performance 
(ACHIEVEMENT,  EFFECTIVENESS,  EFFICIENCY,  REALIZATION. OF. POTENTIAL) . 

(Lawler,  1967) 
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Reward  Needs 

The  equity  theory  says  people  attempt  to  balance  input  effort 
with  the  rewards  they  receive.  High  expectations  ( EXPECTATION. OF. 
REWARDS)  and  high  importance  of  receiving  rewards  ( IMPORTANCE. OF. 
REWARDS)  prompts  higher  work  effort  (ACHIEVEMENT,  REALIZATIQM.OF. 
POTENTIAL,  JOB. SATISFACTION,  NEED. FULFILLMENT) . 

(Adams,  1965;  Mitchell,  1979;  Porter  and  Lawler,  1963) 

Reward  Role  Clarity 

Feedback  (REWARD. SYS)  is  amplified  under  conditions  of  role 
clarity  ( ROLE. CONFLICT) .  Job  satisfaction  (ACHIEVEMENT, 
REALIZATION. OF. POTENTIAL,  JOB. SATISFACTION,  NEED. FULFILLMENT) 
appears  to  increase  when  goals  are  established. 

(Mitchell,  1979) 

Reward  Work 

If  hard  work  leads  to  fair  rewards  ( REWARD. SYS) ,  then  people 
work  harder  (expectancy  theory)  (ACHIEVEMENT,  EFFECTIVENESS, 
EFFICIENCY,  REAL  I ZATION .OF .POTENTIAL ) . 

(Lawler,  1970;  Porter,  Lawler,  1968;  Mitchell,  1979) 

Rewards  Self-Esteem 

Improved  intrinsic  rewards  ( INTRINSIC-REWARD)  led  to  a  feeling 
of  self-esteem  (JOB. SATISFACTION,  SELF-REALIZATION) ,  accomplishment 
(ACHIEVEMENT)  and  self-fulfillment  (NEED. FULFILLMENT) . 


(Lawler,  1969) 
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Role  Clarity 

Lack  of  role  clarity  ( ROLE .CONFLICT)  is  substantially  related 
to  job  tensions,  turnover  and  proclivity  to  leave  the  job 
(JOB. SATISFACTION). 

(Lyons,  1071) 

Satisfaction  Communications  Achievenent 

When  employees  are  satisfied  with  communications  (COMM. 
EFFECTIVENESS) ,  they  show  a  positive  attitude  towards  management 
(ACHIEVEMENT,  NEED. FULFILLMENT) ,  are  more  satisfied  with  their 
supervisors  (JOB. SATISFACTION)  and  identify  more  v/i  tti  the 
organization  ( REALIZATION. OF. POTENTIAL ) . 

(Muchinsky,  1977) 

Satisfaction  Communications 

Job  satisfaction  (JOB. SATISFACTION)  is  related  to  a  number  of 
communications  variables  (COMM. EFFECTIVENESS) . 

(Roberts  and  O'Reilly,  1974) 

Satisfaction  Role  Clarity 

Job  satisfaction  (JOB. SATISFACTION)  increases  when  clear  goals 
( ROLE .CONFLICT) ,  goal  planning  ( STANDARDS. GOALS) ,  support  and 
autonomy  ( I NO.ORG. CONTROL) ,  job  security  ( STRESS) ,  development  of 
capabilities  ( GROWTH. DEVELOPMENT)  and  a  performance  contingent 
reward  system  ( REWARD. SYS)  are  present. 

(Zultowski,  A very  and  Dewhirst,  1970) 


Standards  Autonomy 
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Formalization  and  standardization  (STANDARDS. GOALS)  diminish 
satisfaction  (JOB. SATISFACTION)  when  there  is  a  lack  of  autonomy 
( IND.ORG. CONTROL). 

(James  and  Jones,  1976) 

Standards  Challenge 

Specific  goals  ( STANDARDS. GOALS)  and  challenging  work 
(JOB. CHALLENGE)  regulate  performance  (ACHIEVEMENT,  EFFECTIVENESS, 
EFFICIENCY,  REALIZATION. OF. POTENTIAL) . 

(Locke,  1968,  1975) 

Standards  Communications 

Formal ization,  standardization  (STANDARDS. GOALS)  and  lack  of 
ambiguity  (COMM. EFFECTIVENESS)  are  positively  related  to  satisfac- 
tion  (JOB. SATISFACTION). 

(James  and  Jones,  1976) 

Standards  Expectant  Reward 

Clear  challenging  goals  ( STANDARDS. GOALS) ,  reward  distribution 
( RE WARD. SYS)  and  expectations  ( EXPECTATION. OF. REWARDS)  increase 
performance  (ACHIEVEMENT,  EFFECTIVENESS,  EFFICIENCY, 

REAL IZATION. OF. POTENTIAL) . 

(Mitchell,  1979) 
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Standards 


Persons  with  assigned  goals  ( STANDARDS. GOALS)  produced 
(ACHIEVEMENT,  EFFECTIVENESS)  more  than  those  without  assigned  goals. 
(White,  Mitchell  and  Bell,  1977) 


Standards  Rewards 

Incentives  and  rewards  (REWARD. SYS)  are  more  readily  linked 
with  performance  goals  (ACHIEVEMENT,  EFFECTIVENESS,  EFFICIENCY, 
REALIZATION. OF. POTENTIAL)  when  goals  are  well  defined 
(STANDARDS. GOALS). 

(Kirchhoff,  1975;  Locke,  1968,  1975) 


Stress  Frustration 

Frustration  ( STRESS)  leads  to  reduced  productivity  and  lower 
morale  (EFFECTIVENESS,  ACHIEVEMENT,  NEED. FULFILLMENT) . 

(Lawrie,  1967) 


Stress  Health 

Job  stress  ( STRESS)  provides  a  maladaptive  response  through 
adverse  effects  on  physical  health  ( EFFICIENCY) ,  mental  health 
(EFFECTIVENESS)  and  performance  (ACHIEVEMENT,  EFFECTIVENESS, 
EFFICIENCY,  REALIZATION. OF. POTENTIAL) . 

(McLean,  1974) 
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Stress  Satisfaction 

An  employee's  mental  health  ( STRESS)  varies  consistently  with 
job  satisfaction  (JOB. SATISFACTION). 

(Kornhauser,  1965) 

Stress  Turnover 

Excess  stress  ( STRESS)  has  symptoms  of  changed  work 
performance,  high  turnover,  absenteeism,  lateness  (ACHIEVEMENT. 

NEED. FULFILLMENT). 

(Schuler,  1980;  Margolis  and  Kroes,  1974) 

Support  Communications  Teamwork 

Mutual  trust  and  support  (ADEQUATE. ENVIRONMENT,  IND.ORG. 
CONTROL,  INTERPERSONAL. REL ) ,  honest  and  open  communications 
(COMM. EFFECTIVENESS),  intrinsic  motivation  ( INTRINSIC. REWARD) , 
equalization  of  power  (PERSONAL. REL. COMPETENCE) ,  teamwork 
(TEAMWORK) ,  individual  control  over  methods  ( IND.ORG. CONTROL) , 
meaningful  participation  ( EFFECTIVE. PARTICIPATION)  and  bidirectional 
influence  ( TASK .COMPETENCE ,  INFLUENCE .ENVIRONMENT)  are  all  critical 
to  individual  growth  ( SELF. REALIZATION) ,  achievement  ACHIEVEMENT), 
excellence  (EXCELLENCE) ,  and  organizational  effectiveness 
(EFFECTIVENESS). 

(Argyris,  1964,  1971,  1975;  Bass,  1971;  Bennis,  1966;  Katz  and  Kahn, 
1966;  Likert,  1961,  1967;  Maslow,  1965,  1970;  McGregor,  1960,  1967) 


Teamwork 


Pride  in  group  effectiveness  ( TEAMWORK )  enhances  cohesiveness 


(COHESIVE). 


(Newcomb,  Turner,  and  Converse,  1955) 


Trust  Supervisor 

Employees  who  trust  their  supervisor  (LEADER. SUPER)  identify 
better  with  the  organization  ( REALIZATION. OF. POTENTIAL) . 

(Muchinsky,  1977) 


Two  Way  Comm. 

Greater  organizational  effectiveness  ( EFFECTIVENESS)  is  found 
when  open,  two-way  communications  exist  (COMM. EFFECTIVENESS) . 

(Rubin  and  Goldman,  1969) 


% 
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APPENDIX  2 

COMMUNICATIONS  EFFECTIVENESS 

These  variables  measure  the  perceived  quality  of  communl cations 
within  the  organization  ( COMM. EFFECTIVENESS) .  "[They]  reflect  the 
extent  to  which  organizational  and  interpersonal  communications  are 
accurate,  undistorted,  unbiased,  and  complete  [and  the]  degree  to 
which  open,  honest,  easy  two-way  information  exchange  exists  between 
organization  members  and  the  leadership  or  management"  (Secrlst, 
1981).  Three  main  categories  of  communications  are  addressed: 
production  communication,  maintenance  communication  and  innovation 
influence  (Berlson  and  Steiner,  1964).  The  respondents  were  asked 
to  circle  the  number  that  best  described  their  agreement  or 
disagreement  with  the  statements  provided. 


1 . 2 . 

Strongly  Disagree 

Si Ightly 

Neutral  Slightly  Agree 

. 7 

Strongly 

D1 sagree 

Disagree 

Agree 

Agree 

ACCURATE. COMM 

1.  The  communications,  directions  and  Instructions  I  receive  about 
my  work  are  correct  and  accurate  (Muchlnsky,  1977;  Klauss,  1977). 

ANSWERS. AVAIL 

2.  It's  easy  to  get  answers  in  my  organization  (Farace  and 


MacDonald,  1974). 


AVAIL. INFO 

3.  The  Information  I  need  to  do  my  work  Is  available  when  I  need 
It  (Farace  and  MacDonald,  1974). 

BELIEVABLE. COMM 

4.  When  I  am  told  something  concerning  the  work  I  am  doing,  I  can 
believe  It  (Muchlnsky,  1977;  Klauss,  1977). 

CONVINCING 

5.  I  can  convince  others  to  my  way  of  thinking  (Berlson  and 
Steiner,  1964). 

CORRESP. TIMELY 

6.  In  my  organization,  correspondence  and  periodic  reports  are 
done  on  time  {Roberts  and  O'Reilly,  1974). 

FREEDOM. OF. SPEECH 

7.  I  can  criticize  someone  or  something,  if  necessary,  without 
getting  In  trouble  (Farace  and  MacDonald,  1974). 

INFLUENCE. OTHERS 

8.  When  I  say  something,  people  listen  (Berleson  and  Steiner, 
1964). 

INFO. AVAIL 

9.  I  can  find  out  the  Information  I  need  to  do  my  job  (Farace  and 


MacDonald,  1974). 


APPENDIX  2 


COMMUNICATIONS  EFFECTIVENESS 


These  variables  measure  the  perceived  quality  of  communications 
within  the  organization  (COMM. EFFECTIVENESS) .  "[They)  reflect  the 
extent  to  which  organizational  and  interpersonal  communications  are 
accurate,  undistorted,  unbiased,  and  complete  [and  the)  degree  to 
which  open,  honest,  easy  two-way  information  exchange  exists  between 
organization  members  and  the  leadership  or  management."  (Secrist, 
1931).  Three  main  categories  of  communications  are  addressed: 
production  communication,  maintenance  communication  and  innovation 
influence  (fieri son  and  Steiner,  1964).  The  respondents  were  asked 
to  circle  the  number  that  best  described  their  agreement  or 
disagreement  with  the  statements  provided. 


Strongly  Disagree  Slightly  Neutral  Slightly  Agree  Strongly 

Disagree  Disagree  Agree  Agree 


ACCURATE. COMM 

1.  The  communications ,  directions  and  instructions  I  receive  about 
my  work  are  correct  and  accurate  (Muchinsky,  1977;  Klauss,  1977). 


ANSWERS. AVAIL 

2.  It's  easy  to  get  answers  in  my  organization  (Farace  and 
MacDonald,  1974). 


-v--. 
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AVAIL. INFO 


3.  The  information  I  need  to  do  my  work  is  available  when  I  need 


it  (Farace  and  MacDonald,  1974). 


BELIEVABLE. COMM 


4.  When  I  an  told  something  concerning  the  work  I  an  doing,  I  can 


believe  it  (Muchinsky,  1977;  Klauss,  1977). 


CONVINCING 


5.  I  can  convince  others  to  ny  way  of  thinking  (Berlson  and 


Steiner,  1964) 


CORRESP. TIMELY 


6.  In  my  organization,  correspondence  and  periodic  reports  are 


done  on  time  (Roberts  and  O'Reilly,  1974). 


FREEDOM. OF. SPEECH 


7.  I  can  criticize  someone  or  something,  if  necessary,  without 


getting  in  trouble  (Farace  and  MacDonald,  1974). 


INFLUENCE. OTHERS 


3.  When  I  say  something,  people  listen  (Berleson  and  Steiner, 


INFO. AVAIL 


9.  I  can  find  out  the  information  I  need  to  do  . ly  job  (Farace  and 


MacDonald,  1974). 
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OPEN. COMMUNICATIONS 

10.  I  can  say  anything  I  want  about  my  job  to  ny  supervisors 
(Farace  and  MacDonald,  1974). 

REPORTS. TIMELY 

11.  Routine  paperwork  gets  done  without  being  delayed  (Roberts  and 
O'Reilly,  1974). 

SATISFIED. COMM 

12.  I  am  satisfied  with  the  way  I  find  out  the  things  I  need  to 
know  (Farace  and  MacDonald,  1974). 


APPENDIX  3 


INDIVIDUAL  VERSUS  ORGANIZATIONAL  CONTROL  VARIABLES 

These  variables  measure  the  perceived  level  of  autonomy  or 

individual  control  within  the  organization  ( IMD.ORG. CONTROL ) . 

"[They]  reflect  the  extent  that  behavior  is  controlled  by  the 

organization  vis  a  vis  the  individual.  [They]  relate  to  the  degree 

of  organizational  control,  structure,  or  stringency  of  policies, 

rules,  and  regulations  vis  a  vis  sel f-control ,  floxi  bill ty , 

independence,  or  autonomy"  (Secrist,  1931).  The  questions  were 

developed  by  Secrist,  He Nee  and  Paden  (1903).  The  respondents  were 

asked  to  circle  the  number  that  best  described  their  agreement  or 

disagreement  with  tne  statements  provided. 

1 . 2 . 3 . 4 . 5 . 6 . 7 

Strongly  Disagree  Slightly  Neutral  Slightly  Agree  Strongly 
Disagree  Disagree  Agree  Agree 

BELONGING 

1.  I  am  made  to  feel  an  essential  part  of  the  work  group. 

FAIRNESS 

2.  My  suggestions  and  recomendations  are  considered  fairly. 

LEVEL. SUPERVISION* 

3.  My  work  is  very  closely  supervised. 


*Reverse  measures  of  autonomy. 


MANAGEMENT.  RESPOIJS 


4.  I  think  management  is  responsive  to  my  suggestions. 


MANAGEMENT. SUPPORT 

5.  When  I  make  a  decision,  my  boss  backs  me  up. 
OPEN. EXPRESSION 

6.  I  can  express  my  feelings  freely. 


PARTICIPATION. DECISIONS 

7.  I  am  provided  with  the  opportunity  to  participate  in  job 
related  decisions. 

PARTICIPATION. POLICY 

3.  I  am  given  the  opportunity  to  participate  in  the  formulation  of 
policy  in  my  area. 

PERSONAL. JUDGEMENT* 

9.  I  am  sel  clom  able  to  use  my  own  judgement  in  performing  my  work. 
RESTRICTIONS* 

10.  The  procedures  and  regulations  which  govern  ny  work  are  too 
restrictive. 

TRUST 

11.  My  boss  trusts  me  to  do  a  good  job. 


*Reverse  measures  of  autonomy. 


APPENDIX  4 


INTERPERSONAL  RELATIONS  VARIABLES 


These  variables  measure  the  perceived  quality  of  interpersonal 
relations  between  members  of  the  organization  ( INTERPERSONAL .RFL ) . 
"[They]  pertain  to  ttie  quality  and  supportiveness  of  relations  among 
peers,  subordinates,  superiors,  work  groups,  interfacing  subunits, 
and  organizations  [and  the]  degree  of  work  group  or  team 
cohesiveness  and  solidarity  is  included  within  this  dimension" 
(Secrist,  1001).  The  questio  s  were  developed  by  Secrist,  McMee  and 
Paden  (1933).  The  respondents  were  asked  to  circle  the  number  that 
best  described  their  agreement  or  disagreement  with  the  statements 
provi ded. 


1.... 

_ 2 . 

. 7 

Strongly 

Di sagree 

SI ightly 

Neutral  Slightly  Agree 

Strongly 

Di sayree 

Di sagree 

Ay  rue 

Agree 

CARE. OF. PEOPLE 

1.  The  work  group  I  work  with  takes  care  of  its  people. 
COMPLAINTS* 

2.  My  fellow  workers  complain  about  the  work  they  do. 


‘Reverse  measures  of  i nterpersonal  relations. 


DESIRE. CHANGE* 


3.  Most  of  my  fellow  workers  would  like  to  jet  transferred  or 
change  jobs. 

DISSATISFACTION 


4.  My  dissatisfaction  with  ray  work  group  is  too  small  to  mention. 


ENJOYMENT 

5.  I  enjoy  working  with  the  people  in  my  work  group. 


GET. ALONG 


6.  Members  of  my  work  group  get  along  well  together. 


GROUP. COORD 

7.  In  my  job,  we  work  together  as  a  highly  coordinated  team. 
GROUP. PLEASURE* 

3.  The  gtoup  I  work  with  takes  no  great  pleasure  in  doing  their 
work . 


MANAGEMENT -CONCERN 

9.  I  think  management  is  concerned  about  the  working  environment. 
QUARREL* 

10.  Some  members  of  this  group  quarrel  a  lot  and  have  bad  feelings 
towards  each  other. 


*Reverse  measures  of  interpersonal  relations. 


TENSION 


11.  There  are  tensions  between  so.ne  individuals  which  interfere 


with  the  effectiveness  of  the  group. 


UNCOOPERATIVE* 

12.  Certain  members  of  the  work  group  are  uncooperative. 


*Reverse  measures  of  interpersonal  relations. 
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JOB  CHARACTERISTICS  EVALUATION  VARIABLES 


These  variables  measure  perceived  characteristics  of  a  person's 
job.  The  evaluation  questions  were  developed  by  Hackman  arid  Oldham 
(1990)  (JOB .EVALUATION) .  The  respondents  were  asked  to  circle  the 
number  that  best  described  their  agreement  or  disagreement  with  the 
statements  provided. 


Strongly  Disagree  Slightly  Neutral  Slightly  Agree  Strongly 
Disagree  Disagree  Agree  Agree 


BREADTH. SIGNIFICANCE 

1.  Lots  of  people  can  be  affected  by  how  well  my  work  gets  done. 


ENJOY. CHALLENGE 


2.  I  enjoy  the  challenge  of  my  work. 


GROWTH 

3.  I  am  really  satisfied  with  the  amount  of  personal  growth  and 
development  that  I  get  in  doing  my  work. 


INDEPENDENT. THOUGHT 

4.  I  have  a  lot  of  independent  thought  arid  action  associated  with 
my  work. 


MEANINGFUL. WORK 

5.  The  work  I  do  on  my  job  is  very  meaningful  to  me, 


V  V  V  . 
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PERSONAL. ACCOMPLISHMENT 


6.  I  get  a  feeling  of  worthwhile  accompl  ishment  from  doing  this 
job. 

REPETITIVE* 

7.  My  job  is  simple  and  quite  repetitive. 


SELF. FEEDBACK 

3.  I  can  tell  by  examining  my  work  if  I  am  doing  a  good  job  or 


not. 

SKILL. VARIETY 

9.  My  job  requires  me  to  do  many  different  things  and  use  a  large 
variety  of  my  skills  and  talents. 

STIMULATING. WORK* 

10.  I  would  like  to  have  more  stimulating  and  challenging  work. 
TASK. IDENTITY 

11.  I  feel  I  should  take  the  credit  or  blane  for  the  results  of  my 
work  on  the  job. 


TASK. SIGNIFICANCE 

12.  If  I  do  not  do  ..iy  job  well,  it  could  cause  lots  of  problems. 


*Reverse  measure  of  job  characteristics. 


TRIVIAL. WORK* 
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LEADER/SUPERVISOR  COMPETENCE  VARIABLES 

These  variables  measure  the  perceived  competence  of  the 
immediate  leader  or  work  supervisor  ( LEADER . SUPER ) .  The  questions 
were  developed  by  Secrist,  McNee  and  Paden  (1993).  The  respondents 
were  asked  to  circle  the  number  that  best  described  their  agreement 
or  disagreement  with  the  statements  provided. 


1 . 2 . 

Strongly  Disagree 

SI  ightly 

Neutral  Slightly  Agree 

. 7 

Strongly 

Disagree 

Di s agree 

Agree 

Agree 

SUP. ACCEPTANCE 

1.  My  supervisor  accepts  me  for  what  I  am. 
SUP. APPRECIATIVE 

2.  My  supervisor  appreciates  the  work  I  do. 
SUP. CONFIDENT 

3.  My  supervisor  is  confident  of  his  aoility. 
SUP. CONSIDERATE 

4.  My  supervisor  is  considerate. 

SUP  .CONVINCING 

5.  My  supervisor  is  convincing. 

SUP. COOPERATIVE 

6.  My  supervisor  is  cooperative. 


**  ■  LikitLlU  w 
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SUP. DECISIVE 


7.  My  supervisor  makes  decisions  easily. 


SUP. EFFECTIVE 

3.  My  supervisor  is  very  effective  (knows  what  job  needs  to  be 
done. ) 

SUP. EFFICIENT 

9.  My  supervisor  is  very  efficient  (does  a  lot  in  a  short  time  and 
does  not  waste  time  or  materials). 


SUP. ENCOURAGING 

10.  My  supervisor  is  encouraging. 
SUP. FAIR 

11.  My  supervisor  is  fair. 

SUP. HELPFUL 

12.  My  supervisor  is  helpful. 


SUP. I  MAG I  NATIVE 

13.  My  supervisor  is  imaginative  and  creative. 

SUP. LEADER 

14.  My  supervisor  is  a  leader. 

SUP. PRODUCTIVE 

15.  My  supervisor  is  very  productive  (gets  a  lot  of  the  right  jobs 
done) . 
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APPENDIX  7 

PERSONAL  NEEDS  VARIABLES 

These  variables  measure  the  individual's  desire  for  certain 

types  of  recognition  or  rewards  (PERSONAL .NEEDS) .  The  questions  are 

related  to  those  of  the  organizational  reward  system  in  Appendix  9 

(S-rlst,  McNee  and  Paden,  1933).  The  respondents  were  asked  to 

circle  the  number  that  best  described  their  agreement  or 

disagreement  with  the  statements  provided. 

1 . 2 . 3 . 4 . 5 . 6 . 7 

Strongly  Disagree  Slightly  Neutral  Slightly  Agree  Strongly 
Disagree  Disagree  Agree  Agree 

NEED. FOR. ADVANCEMENT 

1.  I  want  to  advance  to  more  important  work. 

NEED. FOR. CHALLENGE 

2.  I  would  like  to  have  more  challenging  work  assignments. 

NEED. FOR. COMPETENCE 

3.  I  want  to  be  considered  competent. 

NEED. FOR. COMPLIMENTS 

4.  I  want  more  compliments,  recognition  and  praise. 


NEED. FOR. DIFFICULT. WORK 

5.  I  want  to  have  more  difficult  work  assignments. 


NEED. FOR. SELF. CONTROL 


16.  I  want  to  be  able  to  decide  how  to  accomplish  my  work. 


NEED. FOR. VOLUME 

17.  I  want  a  greater  volume  of  work. 
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PHYSICAL  ENVIRONMENT  VARIABLES 


These  variables  measure  the  perceived  conditions  of  the  working 
environment  ( PHYSICAL. ENVIR) .  "[They]  refer  to  the  quality, 
adequacy,  and  supportiveness  of  the  immediate  work  space  or 
facilities.  [They]  reflect  the  extent  to  which  the  physical- 
archi  tectural  work  space  conforms  to  individual  choice;  and  the 
degree  to  which  the  individual  is  free  to  modify  or  adapt  the 
immediate  physical-archi tectural  work  space  to  suit  personal 
characteristics  and  preferences"  (Secrist,  1031).  Three  elements  of 
the  physical  environment  {space,  equipment  and  money)  are  evaluated 
in  two  categories:  avai labl i! ity  and  flexibility  (Secrist,  1974). 
The  respondents  were  asked  to  circle  the  number  that  best  described 
their  agreement  or  disagreement  with  the  statements  provided. 


1 . 

> « « •  4  •  •  •  •  * 

. 7 

Strongly 

Disagree 

Disagree  Slightly 

D1 sagree 

Neutral 

Slightly  Agree 
Agree 

Strongly 

Agree 

ADDITIONAL 

.EQUIPMENT 

1.  If  I 

needed  new  equipment 

to  do  my 

job  better,  I  can 

ask  for  it 

and  may  get  it. 

ADDITIONAL .MONEY 

2.  If  I  could  improve  my  work  by  spending  a  little  more  money  on 
something,  I  can  ask  for  it  and  may  get  it. 


V  '/.V ’.'.W."/.’/  '///.-/,  / v,v,  s  s .  .  .  - ,  .  „ 


ADEQUATE. MONEY 

3.  There  seems  to  be  enough  money  available  in  my  organization  to 
pay  for  the  things  which  I  need  to  do  a  good  job. 

ADEQUATE. WORK. SPACE 

4.  The  facilities  I  use  to  do  my  work  provide  adequate  workspace 
and  appropriate  working  conditions. 

ADJUSTABLE. SURROUNDINGS 

5.  I  can  change  the  arrangement  and  appearance  of  my  work 
surroundings  if  I  want  to. 

APPROPRIATE. PLACE 

6.  The  place  where  I  work  is  appropriate  for  the  'work  I  do. 

AVAIL. MONEY 

7.  When  something  happens  and  there  is  a  special  need  for  extra 
money  to  do  my  job  correctly,  the  money  is  avielable. 

CORRECT. EQUIP 

3.  The  equipment  I  use  in  my  job  is  the  right  kind  to  do  the  work 
I  do. 

ENOUGH. EQUIPMENT 

9.  I  have  enough  of  the  equipment  I  need  to  do  my  job  well. 


EQUIPMENT. USE 

10.  I  can  influence  how  the  equipment  in  ny  organi zation  is  used. 


FLEXIBLE. SURROUNDINGS 


11.  If  I  needed  more  space  to  do  my  work  or  wanted  to  rearrange  the 
work  location,  I  could  ask  and  get  it. 


INFLUENCE. SPENDING 

12.  I  can  influence  the  way  the  money  is  spent  in  my  organization. 


APPENDIX  0 


ORGANIZATIONAL  RE'.JARR  SYSTEM  V  AR  I  AIM  ES 


These  variables  measure  the  perceived  rewards  given  in 
recognition  for  good  work  (REWARD. SYS) .  "f They]  concern  the 
quality,  quantity,  and  equity  of  rewards  or  incentives.  [ They  1  also 
include  the  extent  to  which  rewards  are  contingent  on  level  of 
performance  and  contribution  to  the  organization"  (Secrist,  1)11). 
The  questions  were  developed  by  Secrist,  Mcilee  and  Paden  (l')fl!) 
except  as  noted.  The  questions  relate  to  the  personal  needs 
variables  in  Appendix  7.  The  respondents  were  asked  to  circle  the 
number  that  best  described  their  agreement  or  disagreement  with  the 
statements  provided. 


1  •  •  •  • 

....2 . 

. 1 

Strongly 

Disagree 

SI ightly 

Neutral  Slightly  Agree 

Strongly 

Di sagree 

Di sagree 

Agree 

Agree 

ADVANCEMENT 

1.  If  I  do  well,  I  will  have  a  chance  to  advance  to  more  important 
work . 

CHALLENGING. WORK 

2.  If  I  do  well,  I  will  receive  more  challenging  work  ass  i  qiuents . 

CDMPETFNT 

1.  It  I  do  well,  [  will  be  considered  competent. 


V.  V, 


V  V  V  V 


COMPLIMENTS 


4.  If  I  do  viol  I,  I  will  receive  compliments,  recognition  mud 
praise. 

DIFFICULT. WORK. REWARD 

5.  If  I  do  well,  I  will  be  assigned  more  difficult  work 
assignments. 

FEEDBACK 

6.  My  supervisor  always  lets  me  know  how  I  a.n  doing. 

GROUP. FEEOBACK 

7.  Most  of  the  people  in  my  work  group  know  how  well  they  .we 
performing  their  work. 

IMPRESSIVE. WORK 

3.  If  I  do  well,  my  supervisor  will  be  impressed  by  uy  work. 
INFLUENCE 

9.  If  I  do  well,  I  will  have  greater  influence  with  uy  superiors 
INVOLVEMENT 

10.  If  I  do  well,  I  will  become  involved  in  making  important 
decisions. 

J  IB. SECURITY 

11.  I f  I  do  well,  I  will  have  increased  job  security. 


v\- 


►vv 
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LESS. SUPERVISION 


1 

f. 

r. 

?: 

ft 

I 


s/ 

\r 

< 


12.  If  I  do  well,  r.iy  supervisors  will  check  on  uy  work  less  often. 
PAY. TIME 

13.  If  I  do  well,  I  will  receive  higher  pay  or  i.iore  time  off. 
PERFORMANCE. RATING 

14.  If  I  do  well,  I  will  get  better  performance  ratings. 

PROMOTION 

15.  If  I  do  well,  I  will  receive  faster  promotions. 

RESPONSIBILITY 

15.  If  I  do  well,  I  can  expect  greater  responsibility. 

SELF. CONTROL 

17.  If  I  do  well,  I  will  be  able  to  decide  how  to  organize,  plan 
and  accomplish  my  work. 

VOLUME. WORK 

13.  If  I  do  well,  I  will  be  given  a  greater  volume  of  work . 


v 


viv^:v> 


APPENDIX  10 


STANDARDS  AMD  GOALS  VARIABLES 


These  variables  Measure  the  perceived  standards  and  gools  of 
the  organization  ( STANDARDS. GOALS ) .  They  represent  the  "degree  of 
challenge  of  goals,  objectives,  and  work  [and]  the  level  of 
difficulty  and  clarity  of  goals  and  standards"  (Secrist,  ]9'il). 

The  categories  include:  challenging  objectives,  worthwhile  goals, 
meaningful  work,  and  understandable  standards.  The  respondents  were 
asked  to  circle  the  number  that  best  described  their  agreement  or 
disagreement  with  the  statements  provided. 


1 . ,.2 . 

. 7 

Strongly  Disagree 

SI ightly 

Neutral  Slightly  Agree 

Strongly 

Di sagree 

Di sagree 

Agree 

Agree 

ABILITY. TO. DO. WORK 

1.  I  have  the  ability,  skill  and  knowledge  to  do  the  work  assigned 
to  me. 


ABLE. GOALS 

Z .  I  nderstand  and  agree  with  the  overall  goals  and  objective's  of 
my  organization  (l)mstot,  Mitchell  and  Bell,  19/9). 

CONFUSED. EXP ECTATIONS* 

j.  I  am  not  always  sure  what  is  expected  of  me. 


*Reverse  measures  of  standards  and  goals. 


DIFFICULT. WORK 


4.  The  work  I  do  is  difficult  and  uses  all  of  my  abilities  (Locke, 
1963,  1975). 

GOAL. ACHIEVEMENT 

5.  I  really  feel  good  when  I  meet  or  exceed  the  goals  and 
standards  of  my  organization  (Locke,  1963,  1976). 

KNOWLEDGE. OF. JOB 

S.  I  know  a  lot  about  my  job. 

NEEDED. WORK 

7.  The  work  I  do  really  needs  to  be  done. 

NEGLECTED. WORK* 

3.  Sometimes  I  think  there  is  important  work  in  my  organization 
that  is  being  neglected. 

OVERLOADED* 

9.  I  have  so  much  to  do,  I  rarely  get  things  done  on  time. 

TASK. CONTINUITY 

10.  I  always  finish  the  work  I  start  (Hackman  arid  Oldham,  193  1). 
WORK. IDENTITY 

11.  When  I  finish  an  assignment,  others  know  how  good  of  a  jwo  I 
did  (Hackman  and  Oldham,  1930). 

*Reverse  measures  of  standards  and  goals. 


ORGANIZATIONAL  STRESS  VARIABLES 


These  variables  measure  the  perceived  dysfunctional  stress  in 
an  organization  ( STRESS) .  They  measure  "the  quantity  and  type  of 
stress  induced  by  the  organization  including  role  conflict,  role 
a.iDiguity,  interpersonal  friction,  management  pressure,  and  other 
sources  of  dysfunctional  stress  within  the  work  environment" 
(Secrist,  1931).  The  questions  were  developed  by  Secrist,  llcllee, 
and  Paden  (1933).  The  respondents  were  asked  to  circle  the  number 
that  Dest  described  their  agreement  or  disagreement  with  the 
statements  provided. 


1 . 2 . 

Strongly  Disagree 

_ 3 . 

SI  ightly 

Neutral  Slightly  Agree 

. 7 

Strongly 

Di sagree 

Di  sagree 

Agree 

Agree 

APPEAR.BUSY 

1.  In  my  job,  I  have  to  always  look  busy. 

CONFLICT. ASSIGNMENT 

2.  I  frequently  receive  conflicting  work  assignments. 

CONFLICT. DEMANDS 

3.  I  am  not  able  to  satisfy  the  conflicting  demands  of  man.i  j  lent. 
CONFLICT. VALUES 

4.  I  am  frequently  expected  to  do  tilings  against  my  better 
judgement. 


«  -*  ■  -1  ■  -JL,  ^  ^  1  *•-! 


COMPOSED. PLANNING 

5.  Confusion  exists  in  the  planning  and  organization  of  work 
projects. 

INFORMATION. AVAIL* 

6.  I  can  always  get  the  information  I  need  to  do  my  job  well. 
LACK -OF. AUTHORITY* 

7.  I  am  given  enough  authority  to  carry  out  tlie  work  I  am 
responsible  for. 

LACK. OF. INFLUENCE 

3.  I  am  not  able  to  influence  the  decisions  tint  affect  me. 
PRESSURE 

9.  This  organization  generates  a  lot  of  pressure. 

UNCLEAR. RESPOHS 

10.  My  exact  responsibilities  on  the  job  are  unclear. 

UNNECESSARY. ATTEN 

11.  The  management  of  this  orgarii zation  spends  too  much  attention 
on  unimportant  details. 

USE. OF. RESOURCES 

12.  This  organization's  way  of  using  resources  (men,  money  and 
material)  is  frustrating. 

*Reverse  measures  of  stress. 


APPEND I X  I'd 


INTERMEDIATE  VARIABLES 


Tin's  appendix  lists  variables  used  by  ttie  expert  syste  i  is 
intermediate  values.  Some  of  the  intermediate  variables  are 
combinations  of  specific  individual  attitudes.  Some  ire  i  result  uf 
behavior  rules  applied  to  other  variables.  The  intermediate 
variables  are  listed  with  their  derivation. 


Intermediate  Variables  Derivation 


ADEQUATE .ENVIRONMENT  Average  of:  APPROPRIATE .PLACE 

- WAn-->.nnrr-- 

COIflirCTTEIlTlP 
AieinATCTinRir.  space 
wrvTATEr.'niry 
FrniTninrDifrpinii 

COHESIVE  From  application  of  COHESIVE .GOALS 

rule  and  TEAMWORK  ruTe  ~ 


EFFECTIVE. PARTICIPATION  Average  of:  PARTICIPATION. DECISIONS 

PMTTCTPA  T I  ONTPOnCf 


EXPECTATION. OF. REWARDS  Average  of:  ADVANCE; UNIT 

-  TfTSPTiNSTniTriTY 

P'POTLTTfOil 

PFR  PTRlTAirCE .  R  A  El  NO 

sErramnjr 

EXTRINSIC. REWARD  Average  of:  INFLUENCE 

-  rMPUFSSIW.WORK 

PFRF0RMANCF7R \T  l  NO 
CO!  IPITIFITS 

PRO’ n  r  i  on  •" 

COMPETENT 
PAY-.  T  I!iF 
TOUTS  F CTIi:  1 1 Y 
LF5S. SUPERVISION 

FEEDBACK - 

TTROnP.TTEONACX 


.v; 


GROWTH. DEVELOP 


Average  of:  GROWTH 

FETFSiTtTAI.  .ACCiMPI.  I  SJIj lE.'JT 
E  fllTSYTCn  .WIPIGF~~— 
TinEprnnHiTTTiTTii'vir 
_ TLMZ'\r  hjcti/ork  ■ _  - 

IMPORTANCE  .OF  .REWARDS  Averaye  of;  NLEO  .FOR .  ADVANCE  U  !l  I 

il  UTlTTFT  ohPUtk 
ft  ITT)  7  F  0  O'  if  HT:TTT; )  ;■  j 
HEEiTTniR  rpYirnwri  Akiv.  f 
flEEUTOif  rSELFTC  ITIT  R  il. 

Il^j:_^^E «EMV IROHMEMT  Averaye  of:  FLEXIBLE .  SURROUNDINGS 

I  NFl.  iTElJTTETSPl'fTfTi  i  i  r; 

FoTlTPTlFflTTFTTE - 

MTlTSTAAFE  .  STTRROUM!  i  1  MGS 

AO  )T)  f  T I '  )T  RF7T  1vfE  Y - 

AiTiTrrrTirrrTainriF  ifn  r 

INTRINSIC, REWARD  Average  of;  CHALLENGING. WORE 

RrsFiTiTj  rurriTY''1 
AnTMIGEMENT  " 

iwxvFinr 
pimiri  fi  ■  - 
nTFFTClllT.WOR!: 

SEIT.TtiflTiOTL 

JON. CHALLENGE  Average  of:  EN JOY .CilAI  l  ENGE 

TN  n'FPFFJ  f)  I'f  IT  7T  HIT!  I  Gt  || 
FTfrifiLATT-ITriTIRir'" 
fTIFFTfnTLTT'JOlT'r" 
AlVfrTTYTTO~:!TT.~Wi)RK 

OVERALL  .CL  I f  1ATE  Average  of:  COM’I.EFFECl'I  VFiJFSS 

T  Hi  FTORGVCTil  T  R :  H~~~~ 

Tl  IT  f  fTFF  RT.OI  T  Al~.  TfE  l 
PlIYTfCTORiVTR 
REiMOYr . . 

»  S7r, .  FAILS 

PERSONAL  .REI.  .COMPETENCE  Average  of:  SDR  .C  OOI'ERAflVL 

siipTS’ipt'OR  rrvr  ~ 
sup  .fncoiirag  nfo 

STIPTHFI  PFill 

Slip;  FAIR . ■ 

SlIPTGO'KlDl'RATF 
FlIPI'APPRf'CTATfVV 
FHF  L  ACFrPTA'JL'.r 


ROLE. CONFLICT 


SATISFACTION. WITH. GROUP 


SKILL.VARIETV.no 


TASK. COMPETENCE 


TEAMWORK 


Average  of:  CONFUSED. PLANNING 
nfTCLTMTRESP'fr:IS~ 
roNFrrcTViTnTANiTs 

Averaye  of:  GROUP .PLEASURE 

rnOYTTENT - 

ITTSTROTlTANGE 
ronprAT'jTs — 
orswiSF'Tcrnu 
elATT  AG‘  ETIH I T  .TO^KTE  t{fj 
i7ARr:nr:piro!Tr 

Average  of:  SKILL .VAR  IE  TV 

irEpiTrrn/E — 

TASKTSTOt]  fF  I CANCE 

mir/TDinrsi  got  rrrcAu;;  e 

7FArn>T0Fnr7i70Ri;7 - 

TlTrVTAr.TITR‘f - 

TOrrmcrrm 

Average  of;  SUP .EFFECTIVE 
CI]r\PROlinr.TTVE 
SII^TEFFTCrRir- 
SnPTCTJVTfTCTTEG 

WXFAOFR - 

WXTTIFTO'ENT 
SnpTTM.TGTMAT  IV  E 
SIIPTOFCTSIYE 

Average  of:  QUARREL 
TFTTSTniT 

bfeongtng 

IJNCTOPERA'l  IVE 

HETTAI  ONEi - 

rARETOTTPEOPLE 
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APPENDIX  13 

PERFORMANCE  MEASURES  AMO  ELEMENTS 


This  appendix  lists  the  performance  and  satisfaction  measures 
used  in  the  expert  system.  Many  different  elements  are  used  to 
express  performance  in  different  context.  This  list  includes  a 
mapping  of  many  elements  into  the  limited  performance  and 
satisfaction  measures.  Some  general  elements  like  "performance" 
map  into  more  than  one  performance  measure. 


Performance  Measures 


Mapping  Elements 


ACHIEVEMENT  Includes:  Achievement 

.  Effort 

Hard  work 
Job  attitude 
Job  interest 
Motivation 
Performance 
Productive 


EFFECTIVENESS  Includes:  Effectiveness 

Mental  heal th 
Performance 
Produc Li ve 
Resporisi  veriess 


EFFICIENCY 


Includes:  Efficiency 

Job  interest 
Performance 
Physical  problems 


EXCELLENCE 


Includes: 


REALIZATION. OF. POTENTIAL 


Includes: 


Satisfaction  Measures 


JOB. SATISFACTION 


Incl udes: 


NEED. FULFILLMENT 


Includes: 


SELF. REALIZATION 


I ncl udes : 


Contai  talent 
Contribution 
Creativity  (if  needed) 
Eui  i  nence 
Excel  1 ence 

Innovation  (if  needed) 
Successful 


Creativity  (if  needed) 

Identify  with  work 

Innovation  (if  needed) 

Motivation 

Perfon.iance 

Potential 

Successful 


Job  interest 
Meaningful  ness  of  work 
Motivation 
Physical  problems 
Quality  of  life 
Sati sfaction 
Sel  f-esteesa 
Successful 


Contribution 

Ful fi 1 1 men  t 

lob  attitude 

Meaningful  ness  of  'work 

Mental  problems 

Morale 

Moti vated 

Pr  i  de 


Competence 
tni i  nence 
Excel  1 ence 
Growth 

Meani  iigfu  I  ness  of  work 
Realise  potential 
Sel  f-es  tee.  i 


APPENDIX  11 


COMPUTER  LISTING  OF  BEHAVIOR  RULES 


Tills  appendix  lists  the  LISP  computer  code  representing  the 
behavioral  rules.  These  rules  are  translated  from  the  behavioral 
findings  in  Appendix  1.  The  rules  are  written  as  methods  which  .ire 
activated  by  messages.  The  message  provides  the  person  to  the  rule. 
Specially  defined  LISP  functions  GREATER. THAN,  LESS. THAN,  AVERAGE. OF 
and  LISP  constants  POSITIVE,  NEGATIVE,  LOU,  HIGH  are  included  in 
Appendix  13.  Other  functions  GET. VALUE,  PUT. VALUE  are  defined  in 
the  expert  system  devel opment  shell. 

Ttie  form  for  a  frame  or  unit  is: 

(Unit  name 

(Creation  and  modification  data) 

Superclasses  1  i  st 
Member  of  list 
Comment 

Member'  slot  list 
Own  slot  list) 

The  for, ii  for  a  slot  is: 

(Slot  name 

Local  value  or  program 
Inheritance  role 
Value  class 
Defaul t  val ue  1  i st 
Facet  list  or  comment) 

The  form  for  a  facet  list  is: 

((Facet  name 

Facet  local  value 
Facet  role)  ...) 
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( 6  £  M  A  V  I  OR  RULES 

('HOLT'  ”10-Feb-1987  2  3  1  7  5  1  "  "HOLT"  "  2  1  -  A  p  r  -  1  9  8  7  1  1  45  02  ") 

((ENTITIES  GENER I  CUN  I TS )  ) 

( v  classes  gener  icon  its)) 

This  is  the  unit  holds  dll  the  behavioral  rules  os  slots  The  rules  ore  trig 
gered  oy  methods  " 

({ AUTONOMY . CREA I  I  V  I TY  R5 
(LAM8DA  (THISUNIT  PERSON) 

(PROG  (NEW  VALUE) 

(CONO  ((AND  (GREATER . than  (GET  VALUE  PERSON  ’InD  ORG. CONTROL  ’VALUE 

’  OWN  ) 

POS I T I VE ) 

(GREATER . THAN  (AVERAGE  OF  (LIST  (GET. VALUE  PERSON 

’SKILL  VAR  I ET 
T 

■  value 

■  OWN  ) 

(GET. VALUE  PERSON 

’ I NDEPENDENT 


THOUGHT 


UE  ’  OWN ) ) ) 


UE  ’ OWN) ) ) 


’  VALUE 
’ OWN  )  )  ) 

POS I T | VE ) ) 

(SETQ  NEW. VALUE  (LIST  "Autonomy  Creativity" 

(GET  VALUE  PERSON  'IND  ORG  CONTROL  VAL 

(PUT. VALUE  PERSON 

’  EXCELLENCE 

(CONS  NEW. VALUE  (GET. VALUE  PERSON  ’EXCELLENCE  VAL 


(PUT  VALUE  PERSON 

•REALIZATION. OF  POTENTIAL 
(CONS  NEW. VALUE 

(GET . VALUE  PERSON 

’REALIZATION  OF  POTENTIAL 
•  VALUE 
OWN) ) ) ) 

(T  NIL)))) 

M  E  T  HOO 
(METHOD) 

N  |  L 

i  ( COMMENT 

’Where  employees  have  control  over  work  methods  (IND  ORG  CONTROL)  and  whii 
e  tehre  >s  a  need  for  creativity  (SKILL  VARIETY.  INDEPENDENT  THOUGHT}  there  is  in 
creased  innovation  (EXCELLENCE.  REALIZATION  OF  POTENTIAL!  (Pulchen  19701  "))) 

(AUTONOMY  GROWTH  R  4  9 
I  l  A  MB  0  A  (THISUNIT  PERSON) 

(PROG  (NEW  VALUE) 

(CONO  ( (ANO  (LESS  THAN  (GET  VALUE  PERSON  IND  ORG  CONTROL  VALUE  Gw 

N  )  POS 1 T I VE ) 

(LESS  THAN  (GET  VALUE  PERSON  ’GROWTH  DEVEIOP  ’VAiuE  ’OWN 


NEGATIVE)) 


(SETQ  NEW  VALUE  (LIST  "Autonomy  Growth” 

(AVERAGE  OF  (list  (GET  VALUE  P  t  R  SON 


INC.  ORG  C 


(GET  V  A  i  :it  -EPSON 
ifiOe’t 


(Put  value  person 

’  N  t  L  D  FULFILLMENT 


•  v /  ■; -  S-: '--v -S-'.v/.C l-’.-Is-lvS-S*?’ 


12  b 


(CONS  NEW  VALUE 

(GET  VALUE  PERSON  NEED  FULFILLMENT  'VALUE  ' 

0  iV  N  )  )  ) 

(PUT  .'ALUE  person 

' SELF  REAL  I  2 A T  ION 
(CONS  NEW  VALUE 

(GET  VALUE  PERSON  'SELF  REALIZATION  'VALUE  ' 

OWN)  )  )  ) 

(T  NIL)))) 

METHOO 

(METHOD) 

N  I  L 

( (COMMENT 

"Behavior  is  dominated  by  the  most  basic  group  of  unsatisfied  needs.  If  a 
utonomy  is  low  ( 1 ND . ORG . CON T RO L )  and  chances  for  growth  ore  low  (GROWTH  DEVELOP) 
then  satisfaction  will  be  low  (NEED  FULFILLMENT,  SELF  REALIZATION)  (Maslow,  197 
0)  "))) 

( AUTONOMY . PR  1 DE  R4 
(LAM80A  (THISUNIT  PERSON) 

(PROG  (NEW. VALUE) 

(COND  ((GREATER  THAN  (GET. VALUE  PERSON  '  I  NO . ORG . CONTRO L  'VALUE  'OWN) 

POS 1 T 1 VE ) 

(SETQ  NEW  VALUE  (LIST  "Autonomy  Pride" 

(GET. VALUE  PERSON  'IND.ORG  CONTROL  'VAL 

UE  ' OWN) ) ) 

( PUT  .  VALUE  PERSON 

' ACH I  ELEMENT 

(CONS  NEW  VALUE  (GET  VALUE  PERSON  A  C  H I E  V  L  M  c  N  T  'VA 

IUE  ' OWN ) )  ) 

( PUT . value  person 

■  £  -  i  c  : :  .  ~  y 

(C'.NS  'i  .  VALUE  (GET  VALUE  PERSON  'EFFICIENCY  VAL 

U  £  ' OWN )  )  ) 

(PUT. VALUE  PERSON 

JOB  SATISFACTION 
‘  GNS  NEW  VALUE 

(GET  VALUE  PERSON  'JOB  SATISFACTION  'VALUE  ' 

OWN)  )  ) 

(PUT . VALUE  PERSON 

'NEED  FULFILLMENT 
(CONS  NEW  VALUE 

(GET  VALUE  PERSON  'NEED  FULFILLMENT  VALUE  ' 

OWN  )  )  )  ) 

(T  NIL)))) 

method 
(method ) 

N  I  L 

( ( COMMENT 

Self  control  (1ND  ORG  CONTROL)  is  related  to  greater  job  interest  (ACHIEv 
EMENT.  EFFICIENCY,  JOB  SATISFACTION)  and  more  puje  (NEED  FULFILLMENT  /  (Potcnen 
19  70)  )  )  j 

AUTONOMY  R I  3 
lau8Da 

(  T  h I  SUN  I  T  PERSON  ) 

I  PROS 

.NEW  VALUE/ 

.  .11.1,  (  (  A  N  u  L  U  !<  t  A  I  L  N  I  M  AN  (  G  E  I  VALUE  PER  SON  INC  UKlj  I.  UN  I  l<l  i  l  /  A  l  lit  'Jltll, 

p  o  c  ;  •  i  /  e 

f  G  R  E  *  T  E  R  Than  (GET  VALUE  PERSON  EFFECTIVE  P  AR  T  I  0.  I  p  A  T  i  ON  'VAIL 

,  HU 

POS 1  T I VE  )  ) 

(  iff  j  NEW  J A  L  >  E  (LIST  '  A  ^  t  J  n  om  y  " 

(average  of  (list  (get  value  pepo/i, 

■  I  ND  I.  I<u 
'VALUE 
'  OWN 

(GET  VAlUE  PE  R  S  Lin 


i.  C II  T  Rtj  l 


C  I  PAT l ON 


VC  PART  1 


'VALUE 
•OWN) ) ) ) ) 


(PUT  VALUE  person 

' JOB  SAT 1SPACT ION 

(CONS  NEW  VALUE  (GET  VALUE  PERSON  JOB  SATISFACTION  'VAL 

UE  'OWN) ) ) 

(PUT  VALUE  PERSON 

'SELF  REALIZATION 

(CONS  NEW  VALUE  (GET  VALUE  PERSON  ’SELF  REALIZATION  'VAL 

ut  1  OWN ) ) )  ) 

(T  NIL)))) 

METHOD 
(METHOD ) 

N  I  L 

( (COMMENT 

'Workers  want  more  autonomy  ( I ND . ORG . CON T RO L )  and  participation  in  decijio 
ns  (EFFECTIVE. PARTICIPATION)  Work  is  o  crucial  psychological  role  in  Jevelopmen 
t  of  self-esteem  and  identity  (JOB  SATISFACTION,  SELF  REALIZATION)  (Upjohn,  197 
Z  I  '  )  )  ) 

( AUTONOMY  . SAT  I SFACT ION  R7 
LAMBDA  (THISUNIT  PERSON) 

(PROG  (NEW  VALUE) 

(SETQ  NEW  VALUE  (LIST  "Automony  Satisfaction" 

(GET. VALUE  PERSON  'InD.ORG  CONTROL  VALUE  'OWN 

)  )  ) 

(PUT  VALUE  PERSON 

' JOB , SATISFACTION 

(CONS  NEW. VALUE  (GET  VALUE  PERSON  ' JOB . SA T I SFAC T I  ON  ’VAl 

E  ' CWN ) ) ) 

(PUT  VALUE  PERSON 

•NEED. FULFILLMENT 

(CONS  NEW. VALUE  (GET. VALUE  PERSON  'NEED. FULFILLMENT  'VALU 

E  ' OWN ) ) ) 

(PUT  VALUE  PERSON 

'SELF  REALIZATION 

(CONS  NEW. VALUE  (GET  VALUE  PERSON  '  S E L F  . R E A L I Z A T I  ON  ',alj 

E  OWN))))) 

ME  T  HOD 
( METHOD) 

N  I  . 

I ( COMMENT 

'Self  control  (IND  ORG. CONTROL)  is  positively  related  to  job  satisfaction 
(JOB  SATISFACTION,  NEED  FULFILLMENT,  SELF  REALIZATION)  (Bachmon  onj  Tonnenbaum 

f  9  c  a  )  " ) ) ) 

(CHALLENGE  MANAGEMENT  R35 
LAMBDA  (THISUNIT  PERSON) 

; PROG  (NEW  VALUE) 

(COND  ((AND  (GREATER  THAN  (GET  VALUE  PERSON  'JOB  CHALLENGE  'VALUE  '0 
WN  ,  PCS  I T I  V  E ) 

(GREATER  THAN  (GET  VALUE  PERSON  'LEADER  SUPER  'VALUE  ' Ow 

N  i  “OS  I  T  I VE  )  I 

(SETQ  NEW  VALUE  (LIST  "Chollenge  Management" 

(AVERAGE  OF  (LIST  (GET. VALUE  PERSON 

JOB  CHAU 

E  NO  E 

'VAl  u  E 

|  UN  I 

(GET  VAl  tJE  F  £  i<  v  jN 

I  t  A  ij  l  R  S  Ij 

'VAl  lit 
WN  i  )  /  /  l 

(PUT  value  PERSON 

■  A  l  H  |  E  V  EMf  N T 

(CGNj  NEW  value  (GET  vai  1 1  l  PfRsON  AC  II I  I  v  I  MI  < ' 


.  V.  V.  V.  V,  v. 


«A  "  ■  ^  "  A  *  ■  "  »  ■  IA *  • 


lu£  ’Own))) 


(put  value  PERSON 

SELF  REALIZATION 
(CONS  NEW  VALUE 

(GET  VALUE  PERSON  1  SELF  REAL  I ZAT 1  ON  VALUE  ’ 

OWN ) ) ) 

( PUT  VALUE  person 

•  JOB  SAT  I SFACT I  ON 
(CONS  NEW  VALUE 

(GET  VALUE  PERSON  ' JOB . SAT  I SFACT I  ON  VALUE  ’ 

OWN  )  )  )  ) 

(T  NIL)))) 

METHOD 

(METHOD) 

N  I  L 

( (COMMENT 

"Job  chollenge  ( JOB  .  CHAL LENGE )  and  related  management  practices  (LEADER. SU 
PER)  are  relevant  to  loyalty  (ACHIEVEMENT.  N E ED . FU L F I L L MEN T )  (Bowers.  1973.  Bow 
ers.  Franklin.  1973).“))) 

(CHALLENGE . OP FOR  TUN  I T  T . R  3  6 
( LAMBDA 

(THISUNIT  PERSON) 

(PROG  (NEW  VALUE) 

(COND  ((AND  (GREA TER . THAN  (GET. VALUE  PERSON  ' JOB  CHA L L ENC E  VALUE  ' OW 
N)  POS 1 T  I  VE ) 

(GREATER . THAN  (GET. VALUE  PERSON  • GROW T H  D E V E LOPMEN T  HO  'V 

ALUE  'OWN) 

POSI T IVE) ) 

(SETQ  NEW. VALUE  (LIST  "Challenge  Opportunity 

(AVERAGE  OF  (LIST  (GET  VALUE  PERSON 

JOB  CHALlE 

NGE 

’  VALUE 
'  OWN  ) 

(GET  VALUE  PERSON 

'GROWTH  DEV 

ELOPMENT  HO 


UE  ' OWN ) ) ) 


WN)  )  )  ) 


' VA l UE 
•OWN)  )  )  )  ) 

(PUT. VALUE  PERSON 

'ACHIEVEMENT 

(CONS  NEW  VALUE  (GET  VALUE  PERSON  ’ACHIEVEMENT  ’VAL 

(PUT . VALUE  PERSON 

’  NEED  FULF 1 LLMENT 
(CONS  NEW  VALUE 

(GET  VALUE  PERSON  ’ NE ED  FU L F I L LMEN T  ’VALUE  '0 


( T  NIL)))) 


METHOD 

i methoo) 

N  I  l 

( I COMUENT 

’’Challenging  work  (JOB. CHALLENGE)  and  opportunity  to  use  valued  obilit.es 
(GROWTH  DEVELOPMENT  HO)  are  found  to  be  important  in  retention  decisions  (coll  it 
•  o  y  a  I  •  y  )  (ACHIEVEMENT,  NEED  FULFILLMENT)  (Mosbocn.  Scorilon,  1979)  "  )  )  ) 

(Challenge  responsibility  r32 

(lambda  (THISUNIT  PERSON) 

(COND  ((AND  (GREATER  THAN  (GET  VALUE  PERSON  JOB  CHALLENGE  ’VALUE  ’ OWN  I  PC 

C  i  r  I  !  E  , 

(GREATER  THAN  (GET  VALUE  PERSON  ’ I ND  ORG  CONTROL  VALUE  OWN) 


PCS  I  T  I VE  I  ) 

(Put  V  A  t  HE  PERSON 


AcM I LVEMLN I 


(LIST  ''Challenge  Responsibility" 

(CONS  (AVERAGE  OF  (LIST  (GET  VALUE  PERSON 

J  OB  C  H  A  l LENGE 


' VALUE 

'  OWN  ) 

(GET  VALUE  PERSON 

•  I  NO  ORG  CONTRO 
L 

' VALUE 
' OWN ) ) ) 

(GET. VALUE  PERSON  'ACHIEVEMENT  'VALUE  ’OWN)) 

))) 

( T  NIL)) t 

METHOD 

(METHOD) 

N  I  L 

( (COMMENT 

“Challenging  work  (JOB. CHALLENGE)  should  be  coupled  with  liberal  responsib 
lity  (  I  ND . ORG . CONTROL )  for  best  performance  (ACHIEVEMENT).  (Schultz.  1970)."))) 

(challenge . sat i sfact ion  R34 

(LAMBDA  (THISUNIT  PERSON) 

(PROG  (NEW. VALUE) 

(COND  ((GREATER  THAN  (GET. VALUE  PERSON  ' J 08 . CH A L L ENG E  'VALUE  'OWN)  P 

0S1 T I VE) 

(SETQ  NEW. VALUE  (LIST  “Challenge  Satisfaction" 

(GET. VALUE  PERSON  ' J OB . CHA L L ENG E  'VALUE 

' OWN ) ) ) 

(PUT. VALUE  PERSON 

'NEED. FULPI LLMENT 
(CONS  NEW. VALUE 

(GET. VALUE  PERSON  ' NE ED  FU L F I L LM ENT  'VALUE  ' 

OWN) ) ) 

(PIJ-  a  I.UE  PERSON 

SELF. REALIZATION 
(CONS  NEW. VALUE 

(GET. VALUE  PERSON  'SELF  REALIZATION  'VALUE  ' 

OWN ) ) ) 

(PUT  VALUE  PERSON 

'JOB. SATISFACTION 
(CONS  NEW. VALUE 

(GET. VALUE  PERSON  'JOB  SATISFACTION  VALUE  ' 

OWN) ) ) ) 

(T  NIL)))) 

methoo 

( METHOD ) 

N  I  L 

( (COMMENT 

“Job  challenge  (JOB  CHALLENGE)  is  a  primory  determinant  of  job  sotisfaclio 
n  (NNEED  FULFILLMENT,  SELF  REALIZATION.  J OB . S A T I S F AC T I  ON )  (Walsh.  Taber,  Beehr. 
1380.  Schneider.  Hall  1972)."))) 

(COHESIVE . ACCEPT  R25 
(LAMBDA  (THISUNIT  PERSON) 

(PROG  (NEW  VALUE) 

(COND  ((AND  (GREATER  THAN  (GET  VALUE  r  -SON  COHESIVE  'VAIUE  'OWN)  P 

OS  I  T I VE ) 

(GREATER  THAN  (GET  VALUE  PERSON  'STANDARDS  GOA  IS  VAiuE 

'  OWN  ) 

POS I T I VE ) ) 

(SETO  NEW  VALUE  (LIST  "Cohesive  Accept' 

(AVERAGE  OF  (LIST  (GET  VALUE  PERSON 

' COMES  I VE 


OWN ) ) ) 


(GET  VALUE  PERSON 

'  J  T  A HOARDS 

'  VALUE 
' UWN ) ) ) ) ) 

(PUT  VALUE  PERSON 

ACH I EVEMENT 
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(CONS  NEW  VALUE  (GET  VALUE  PERSON  ’ACHIEVEMENT  ’VA 


LUE  '  OWN ) ) ) 


VALUE  ’OWN))) 


( PUT  VALUE  PERSON 

'  EFFECT  I VENESS 

(CONS  NEW. VALUE  (GET. VALUE  PERSON  ’EFFECTIVENESS  ' 


UE  ’OWN))) 


(PUT. VALUE  PERSON 

•EFFICIENCY 

(CONS  NEW. VALUE  (GET. VALUE  PERSON  'EFFICIENCY  ’VAL 


(PUT. VALUE  PERSON 

REALIZATION. OF. POTENTIAL 
(CONS  NEW. VALUE 

(GET  VALUE  PERSON 

’ REAL  I ZAT ION . OF . POTENT  I AL 

‘VALUE 

’OWN) ) ) ) 

(T  NIL)))) 

METHOD 

(METHOD) 

N  I  L 

( ( COMMENT 

"Highly  cohesive  groups  (COHESIVE)  ore  above  average  in  performance  (ACHIE 
VEMENT.  EFFECTIVENESS,  EFFICIENCY.  R E A L I Z A T I  ON  OF  POTENTIAL)  when  the  jroup  accep 
ts  the  o r g a n  i  2  a t  i  o n s  goals  (STANDARDS  GOALS)  (Seasnore,  1954  ).“))) 

(COHESIVE. GOALS. R23 
( LAMBDA 

(TH1SUNIT  PERSON) 

(PROG 
N  I  L 

(COND  ((AND  (GREATER  THAN  (GET. VALUE  PERSON  ’EFFECTIVE  PARTICIPATION  VALU 
E  ’OWN) 

POS I T I VE) 

(GREATER . THAN  (GET. VALUE  PERSON  * S T AND ARDS . GO A LS  *  LUE  OWN) 


POSITIVE) 


(GREATER  THAN  I'-ET. value  PERSON  ’  COMM  .  E  F  F  EC  T  I  V  E  N  E  S  S  ’VALUE  ’  OW 


N)  POSITIVE) 


(GREATER  THAN  (GET. VALUE  PERSON  ’REWARD  SYS  ’VALUE  ’OWN)  POS I 


(LESS. THAN  (GET. VALUE  PERSON  ’ L ACK . OF . I N F L U E NC E  ’VALUE  ’OWN)  P 


OS  I T I VE) 


(ANO  (LESS. THAN  (GET. VALUE  PERSON  ’STRESS  ’VALUE  ’OWN)  HIGH) 

(GREATER . THAN  (GET. VALUE  PERSON  ’STRESS  ’VALUE  ’OWN)  LOW) 


( PUT . VALUE  PERSON 

’ COHES I VE 


(LIST  "Cohesive  Goals" 

(CONS  (AVERAGE  OF  (LIST  (GET  VALUE  PERSON 

’EFFECTIVE  PART 


IC [PAT  ION 


’  VALUE 
’  OWN  ) 

(GET  VALUE  PERSON 

’STANDARDS  COAL 


’ VA I UE 
’  OWN  ) 

(GET  value  p  l  r  g on 

1  COMM  EFFECT IvE 


'VALUE 
'  OWN  ) 

I  GET  v  alue  PERSON 
l<  I  w»Rli 


:  G E  T  value  PEKiON 
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'  STRESS 
VALUE 
•  OWN )  )  )  ) 

(GET. VALUE  PERSON  'COHESIVE  'VALUE  OWN))))) 

(T  NIL)))) 

method 

(METHOD) 

N  I  L 

( ( COMMENT 

"Cohesive  groups  (COHESIVE)  general  I  y  demonstrate  universal  participation 
( EFFECT  I VE . PART  I C IPAT I  ON )  .  have  clear  understandable  objectives  (STANDARDS  GOALS) 
nave  I  rank  open  communications  ( COMM  E F F EC T I  V EN E S S )  ,  have  integrated  values  ana 
needs  (REWARD  SYS),  snare  mutual  influence  (LACK  OF  INFLUENCE)  and  are  milling 
to  deal  with  conflict  (STRESS).  (Likert.  19  6  1  .  McGregor,  I960).''))) 

(COHESIVE. IDENTIFY. R24 
(LAMBDA  (THISUN1T  PERSON) 

(PROG  NIL 

(CONO  ( (GREATER . THAN  (GET. VALUE  PERSON  'COHESIVE  'VALUE  'OWN)  POS I T I 


VE) 


(PUT  VALUE  PERSON 

'REALIZATION  OF. POTENTIAL 
(LIST  "Cohesive  Identify" 

(GET. VALUE  PERSON  'COHESIVE 


'VALUE  '  OWN ) ) )  ) 


inked  to  identification 
(Patcnen.  1970)  '))) 


nth  the  work  organiz 


(T  NIL)))) 

METHOD 
(METHOD) 

NI  L 

( (COMMENT 

"Cohesiveness  (COHESIVE)  is 
ation  (REALIZATION. OF. POTENTIAL). 

(COHESIVE . NON . ACCEPT. R26 
(LAMBOA  (THISUNIT  PERSON) 

(PROG  (NEW  VALUE) 

(COND  ((AND  (GREATER . THAN  (CET  VALUE  PERSON  'COHESIVE  'VAlUE  'Own)  P 

OS  I T I VE  ) 

(LESS. THAN  (GET  VALUE  PERSON  STANDARDS  GOALS  'VALUE  ' OW 

N)  NEGATIVE)) 

( SETO  NEW  VALUE  (LIST 


"Cohesive  Non  Acceptance" 

(AVERAGE  OF  (LIST  (-  (GET  VAlUE  PERSON 

'  COHES  I 


VE 


(GET . VALUE 


' VALUE 
' OWN ) ) 
PERSON 
'STANDARDS 


GOALS 


'VALUE 
'  OWN )  )  )  )  J 


(PUT  VALUE 


PERSON 
1 ACH I EVEMENT 
(CONS  NEW  VALUE 


(GET  VALUE  PERSON  ACHIEVEMENT 


LUE  ' OWN ) ) ) 


(PUT  VALUE 


PERSON 

' EFF  ECT I VENESS 
(CONS  NEW  VALUE 


(GET  VALUE  PERSON  'EFFECTIVENESS 


VALUE  OWN))) 


(Pur  value 


PERSON 
• EFF IC I ENCY 
(CONS  NEW  VALUE 


(GET  VALUE  PERSON  EFFITIENCr  'VAl 


JE 


OWN  )  I  ) 


(PUT  VALUE  PERSON 

'REALIZATION  OF  POTENTIAL 
(CONS  NEW  VALUE 
iaLT  VALUE 


PERSON 
'REAL  | ZAT ION 

■  V  ALUE 

■  OWN  )  i  )  ) 


OF  POTENTIAL 


•  ■  -  •  .  »  .  f.  m  *  »  *  m  *  . 


(T  NIL)))) 


MCTHOO 

(METHOD) 

N  I  L 

( (COMMENT 

"Highly  cohesive  groups  (COHESIVE)  perform  below  overoge  (ACHIEVEMENT,  EFF 
ECTIVENESS.  EFFICIENCY,  REALIZATION  jF  POTENTIAL)  if  the  group  does  not  occept  th 
e  argon i zat i ona I  goals  ( S T AND ARDS • GOA L S ) .  (Seashore,  1954)  "))) 

(COHESIVE . PRODUCT IVE  R27 
(LAMBDA  (TH1SUNIT  PERSON) 

(PROG  (HE*  VALUE) 

(CONO  ( (GREATER  .  THAN  (GET. VALUE  PERSON  'COHESIVE  'VALUE  'OWN)  POS  I  T I 

VE) 

(SETQ  NEW  VALUE  (LIST  "Cohesive  Productive" 

(GET  VALUE  PERSON  'COHESIVE  'VALUE  'OWN 

)  )  ) 

(PUT. VALUE  PERSON 

• ACH I EVEMENT 

(CONS  NEW. VALUE  (GET. VALUE  PERSON  'ACHIEVEMENT  ' VA 

LUE  'OWN))) 

(PUT. VALUE  PERSON 

' EFFECT  I VENESS 

(CONS  NEW. VALUE  (GET. VALUE  PERSON  'EFFECTIVENESS  ' 

VALUE  'OWN)))) 

(T  NIL)))) 

METHOD 
(METHOD ) 

N  I  L 

( ( COMMENT 

"Cohesive  groups  (COHESIVE)  are  typically  more  productive  (ACHIEVEMENT,  EF 
FECT IVENESS)  .  (MILLS.  1967)  ."))) 

(COMM  EFFECT  I VENESS . R37 
(LAMBDA  (THISUNIT  PERSON) 

(CONO  ( (GREATER . THAN  (GET. VALUE  PERSON  ' COMM . E F F EC T 1 V EN E S S  'VALUE  'OWN)  PO 
S  I  T  I  VE  ; 

( PUT  VALUE  PERSON 

' EFF IC I ENCY 

(LIST  "Comm  Effectiveness" 

(CONS  (GET. VALUE  PERSON  'COMM  EFFECTIVENESS  'VALUE 

'  OWN  ) 

taET  VALUE  PERSON  'EFFICIENCY  'VALUE  'OWN))) 

)  ) 

( T  NIL))) 

METHOD 
(METHOD ) 

N  I  L 

( ( COMMENT 

"The  communications  system  (COMM  EFFECTIVENESS)  ties  together  efficiency  a 
nd  resource  use  (EFFICIENCY)  (Berio  in  Fotace  and  MocDonold,  1974)  ''  )  )  I 
(CCMMITEMENT  COMM  R  2  2 
(LAMBDA  (THISUNIT  PERSON) 

( PnGG  N I L 

(CONO  I ( AND  (GREATER  THAN  (GET  VALUE  PERSON  'STANDARDS  GCALS  'VALUE 

'OWN) 

POSITIVE) 

(GREATER  THAN  (GET  VALUE  PERSON  'COMM  EFFECTIVENESS  VAL 

UE  'OWN) 

POS I T I VE ) 

(GREATER  THAN  (GET  VALUE  PERSON  'INTERPERSONAL  REL  VALU 

F  OWN  i 

POS I T 1 VE ) ) 

(PUT  VALUE  PERSON 

' COhES I VE 

I  L  |  u  I  uinm  i  Imcnt  L  umm  ' 

(CONS  (  AVERAGE  Of-  (List  (GET  VAiut.  PERSON 

„  f  A  NO  A  h  U 


EOT  1  VENESS 


SONAL  .  REL 


N  )  )  )  )  ) 


■  value: 

■  own  ) 

(GET  VALUE  PERSON 

•  COMM . EFF 

'  VALUE 

'  OWN  ) 

(GET. VALUE  PERSON 

■ INTERPER 

’ VALUE 

■  OWN) ) ) 

(GET. VALUE  PERSON  ’COHESIVE  ’VALUE  ’ Ow 


(T  NIL)))) 

METHOD 

(METHOD) 

NI  L 

( (COMMENT 

"Groups  with  greater  commitment  to  goals  (STANDARDS  GOALS),  more  open  comm 
unication  (COMM  EFFECTIVENESS)  and  more  friendly  interpersonal  relations  (INTERPE 
RSONAL.REL)  manifest  cohesiveness  (COHESIVE).  (Secrist,  1981).”))) 

( D  I  STRUST  R  10 
,  LAMBDA 

(THISUNIT  PERSON) 

(  PROG 
NI  L 

(COND 

((AND  (LESS. THAN  (GET. VALUE  PERSON  'TRUST  ’VALUE  ’OWN)  NEGATIVE) 

(GREATER  THAN  (GET  VALUE  PERSON  ’ EFFEC T  I  VE  .  P AR T I C I P AT  I  ON  ’VALUE  ’ OW 

N)  POSITIVE)) 

(PUT  VALUE  PERSON 

’  SELF  REALIZATION 
(LIST  "Di  St  rust" 

(CONS  (AVERAGE. OF  (LIST  (GET. VALUE  PERSON  TRUST  ’VALUE 


(-  (GET  VALUE  PERSON 

’  EFFEC  T I VE  PART  1C 

1  PAT  ION 

’ VALUE 
’OWN) ) ) ) 

(GET  VALUE  PERSON  ’SELF  REALIZATION  VALUE  ’OWN)) 

)  )  ) 

( T  NIL)))) 

METHOO 

(METHOD) 

N  l  L 

( (COMMENT 

"In  a  highly  particpative  environment  (EFFECTIVE  PARTICIPATION),  if  there 
is  distrust  (TRUST),  it  destroys  concerted  octions  (SELF  REALIZATION)  (Rosenlel 
d  and  Smith.  1967)  "))) 

( EXTERNAL  CONTROL  R1 1 
(LAMBDA  (THISUNIT  PERSON) 

(PROG  (NEW  VALUE) 

(CCND  ((LESS  THAN  (GET  VALUE  PERSON  ’  I  NO  ORG  CONTROL  ’VALUE  ’OWN)  PO 

s  I  r  i  ve  ) 

(SETO  NEW  VALUE  (LIST  "  E  *  t  e  r  n  o  I  Control" 

(GET  VALUE  PERSON  '  I  NO  ORG  CONTROL  ’VAL 


OWN  )  )  ) 


L  U  E  ’  OWN  )  )  ) 


(PUT  VALUE  PERSON 

ACH I EVEMENT 

(CONS  NEW  value  (GET  VALUE  PERSON  ’ACHIEVEMENT  VA 

(PUT  VALUE  PERSON 

’ EFF I C I ENCY 

(CONS  NEW  VALUE  (GET  value  PERSON  ’  Ef F  I  .  I  I  In.  i  v»l 


■  -  •  -  -  -  ■ . .0 > .  - ,  - .  •  >■* .  .« ,  - vVv.v.VlVuV 


* 

>> 

i 


OWN  )  )  ) 


OWN )  )  ) 


LUE  ’OWN)))) 


(PUT  VALUE  PERSON 

'  JOB  SAT  I SFACT I  ON 
(CONS  NEW  VALUE 

(GET. VALUE  PERSON  ' J OB . S A T I S F AC T I  ON  ’VALUE  ’ 

(PUT  VALUE  PERSON 

■  NEED  FULF 1 LLMENT 
(CONS  NEW  VALUE 

(GET. VALUE  PERSON  ’ NE ED  FU L F I L LMEN T  ’VALUE  1 

(PUT . VALUE  PERSON 

' ACH I EVEMENT 

(CONS  NEW. VALUE  (GET. VALUE  PERSON  'ACHIEVEMENT  ' VA 

(T  NIL)))) 


METHOD 
( METHOD) 

N  I  L 

( (COMMENT 

"External  control  ( I  NO  ORG . CONTROL ) 
e  s  to  psychological  withdraw!  (call  it  job 
B  SATISFACTION)  and  diminishes  willingness 
NEED  FULFILLMENT,  ACHIEVEMENT).  (Argyris. 
( FULFILLMENT. GROWTH  R46 
(LAMBDA  (THISUNIT  PERSON) 

(COND  ((AND  (GREATER  THAN  (GET  VALUE 
POSITIVE) 

(GREATER . THAN  (GET  VALUE 

N)  POSITIVE)! 


is  less  effective  because  it  cont  r i but 
interest)  (ACHIEVEMENT.  EFFICIENCY.  JO 
to  contribute  (call  it  job  attitude)  ( 
1972)."))) 


PERSON  '  I  NO  ORG  CONTROL  'VALUE  ’OWN) 
PERSON  'GROWTH  DEVELOPMENT  'VALUE  '  OW 


( PUT  VALUE  PERSON 

' NEED  FULFILLMENT 

(LISP  “FULFILLMENT  Growth" 

(CONS  (AVERAGE  OF  (LIST  (GET  VALUE  PERSON 


IMPORTANCE  OF 


REWARDS 

'VALUE 
'  OWN  ) 

(GET  VALUE  PERSON 

'REWARD  SYS 
'VALUE 
' OWN  )  )  i 

(GET. VALUE  PERSON  NEED  FULFILLMENT  VALUE 


OWN) ) ) ) ) 

(T  NIL))) 

METHOD 

(METHOD) 

N  1  L 

( (COMMENT 

'Higher  order  need  gratification  (NEED  FULFILLMENT)  is  reloted  to  the  outo 
noiny  of  the  job  (IND  ORG  CONTROL)  and  the  growth  experiences  of  the  job  (GROWTH  D 
EvELOPMENT  HO)  (Lawler.  Hall.  1970)  "))) 

(INTEREST  SUPERVISOR  R44 
(LAMBDA  .THISUNIT  PERSON) 

(PROG  (NEW  VALUE) 

(COND  ((AND  (GREATER  .  THAN  (GET  VALUE  PERSON  ' SK  I L L  VAR  I E T r  HO  'VALUE 


'  OWN  ) 


(in,  POSITIVE) 
N  )  POS 1  T  I VE )  ) 


(GREATER  THAN 
(GREATER  THAN 
(SETQ  NEW  VALUE  (L 


POS ITI VE  ) 

(GET  VALUE  PERSON  'JOB  CHALLENGE  'jaiuE  0 

(GET  VAUIE  PERSON  LEADER  SUPER  'VAiUc  ' OW 

ST  "Interest  Supervisor' 

(AVERAGE  OF  (LIST  r  at  T  VALUE  rERm’N 

'.••ll:  JAR 


I  E  r  r  HO 


V  A  I  L.j  E 
OWN 


i 


-*  jCm. jC m,  jCmjC* 
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(GET  VALUE  PERSON 

’  JOB  CHALL 

' VALUE 
'  OWN  ) 

(GET , VALUE  PERSON 

’  LEADER . SU 


OWN)  )  ) 


U£  OWN)))) 


' VALUE 
'OWN) ) ) ) ) 

(PUT. VALUE  PERSON 

' JOS . SAT  1 SFACT ION 
(CONS  NEW. VALUE 

(GET. VALUE  PERSON  '  JOB . SAT  I SFAC T 1  ON  'VALUE  ' 

(PUT. VALUE  PERSON 

'  EFF  IC  I  ENCY 

(CONS  NEW  VALUE  (GET. VALUE  PERSON  'EFFICIENCY  'VAL 


(T  NIL)))) 

METHOD 
( METHOD ) 

N  I  L 

( ( COMMENT 

"Interest  i  n  g  work  (SKILL. VARIETY. HO,  JOB. CHALLENGE)  and  a  good  supervisor 
( LEADER . SUPER)  produce  job  satisfaction  ( JOB . SAT  I SFaC T I  ON )  and  efforts  at  efficie 
ncy  (EFFICIENCY)."))) 

( INTERPERSONAL  REL. R12 
(LAMBDA  (THISUNIT  PERSON) 

(PROG  (NEW  VALUE) 

(COND  ( (GREATER  THAN  (GET  VALUE  PERSON  'INTERPERSONAL  REL  'VALUE  '  OW 

N)  POSITIVE) 

(SETQ  NEW  VALUE  (LIST  "Interpersonal  Relations" 

(GET. value  PERSON  'INTERPERSONAL  REL  'V 


ALUE  'OWN))) 


LUE  'OWN))) 


'VALUE  ' OWN) ) ) 


OWN ) ) ) 


OWN)  )  ;  ) 


(PUT  VALUE  PERSON 

' ACHIEVEMENT 

(CONS  NEW  i-i JE  (GET. VALUE  PERSON  'ACHIEVEMENT  ' VA 

(PUT  VALUE  PERSON 

'REALIZATION  OF  POTENTIAL 
(CONS  NEW  VALUE 

(GET  VALUE  PERSON  ' REA L I Z AT  I  ON  OF  POTENTIAL 

(PUT  VALUE  PERSON 

'  JOB  .SAT  I SFAC  T I  ON 
(CONS  NEW  VALUE 

(GET. VALUE  PERSON  JOB  SATISFACTION  VALUE  ' 

( PUT  VALUE  PERSON 

'NEED  FULFILLMENT 
(CONS  NEW. VALUE 

(GOT  VALUE  PERSON  'NEED  FULFILLMENT  VALUE  ' 


(T  NIL)))) 

METHOD 

(METHOD) 

N  I  L 

(  l  COMMENT 

'‘Participation  in  across  work  groups  and  within  work  groups  decision  m  a  k  i  n 
g  'INTERPERSONAL  REL)  results  in  increased  involvement  ana  commitment  ( A  0  H I  £  v  E  M  E  N 
T  REALIZATION  OF  potential.  JOB  SATISFACTION.  NEED  FULFILLMENT)  limit  ana  M.ic 
he'i  1976)  " ) ) ) 

'.INVOLVEMENT  RSZ 
(LAMBDA  (THISUNIT  PERSON) 

(PROG  (NEW  VALUE) 

(COND  ((AND  (GREATER  THAN  (GET  VALUE  PERSON  'INVOLVEMENT  VALUE  OWN 


)  POSITIVE) 
ALUE  'OWN) 


(GREATER  THAN  (GET  VALUE  PERSON  ’NEED  FOR  INVOLVEMENT  'V 


POS! T IVE) ) 

(SETQ  NEW. VALUE  (LIST  "Involvement" 

(GET  VALUE  PERSON  PHYSICAL  ENVIR  'VALU 


E  ’OWN))) 


(PUT. VALUE  PERSON 

•  JOB . SAT ! SFACT ION 
(CONS  NEW. VALUE 

(GET. VALUE  PERSON  ' J OB . S A T 1 S F AC T I  ON  'VALUE 


OWN)  )  ) 


(PUT. VALUE  PERSON 

'  NEED . FULF I LLMENT 
(CONS  NEW. VALUE 

(CET  VALUE  PERSON  'NEED  FULFILLMENT  'VALUE  ' 


OWN)  )  )  ) 


(T  NIL)))) 

METHOD 

(METHOD) 

NIL 

( (COMMENT 

"Job  involvement  (INVOLVEMENT.  NEED. FOR. INVOLVEMENT)  is  o  potent  moderator 
of  organizational  environment  (PHYSICAL.  ENVIR)  and  individual  sot  i  sloct  ion  (JOB- 
SATISFACTION.  NEED. FULFILLMENT) .  (Batlis,  1978).”))) 

( LACK  OF  STRESS  R  2 1 
(LAMBDA  (THISUNIT  PERSON) 

(PROG  (NEW  VALUE) 

(CONO  ((LESS. THAN  (GET. VALUE  PERSON  'STRESS  VALUE  'OWN)  LOW) 

(SETQ  NEW. VALUE  (LIST  "Lock  of  Stress" 

(GET. VALUE  PERSON  'STRESS  'VALUE  'OWN)) 


LUE  'OWN))) 


(PUT  VALUE  PERSON 

' ACH! ELEMENT 

(CONS  f  VALUE  (GET  VALUE  PERSON  'ACHIEVEMENT  'VA 


UE  OWN))) 


(PUT  VALUE  PERSON 

' EFF IC I ENCY 

(CONS  NEW. VALUE  (GET. VALUE  PERSON  'EFFICIENCY  'VAL 


(PUT  VALUE  PERSON 

'  EFFECTIVENESS 

(CONS  NEW  VALUE  (GET. VALUE  PERSON  'EFFECTIVENESS  ' 


VALUE  'OWN))) 


(PUT. VALUE  PERSON 

'REALIZATION  OF. POTENTIAL 
(CONS  NEW  VALUE 

(GET. VALUE  PERSON 

'REALIZATION  OF. POTENTIAL 

'value 

•OWN) ) ) ) 

(T  NIL)))) 

METHOD 

( method ) 

N  I  L 

I (COMMENT 

"Lack  of  any  job  stress  (STRESS)  at  all  moy  couse  o  negative  deviation  fro 
it.  nomino1  functioning  (ACHIEVEMENT.  EFFICIENCY,  EFFECTIVENESS.  REALIZATION  OF  POT 
E  N  T I  A  l /  TBeenr.  Newman,  1970,  Schuler.  1900.  Wherry  ond  Curran,  I960)  })) 

i  l  E  A  0  E  R  CLIMATE  R  2  0 
(LAMBDA  (THISUNIT  PERSON) 

( PROG  ( NEW  VALUE  ) 

(COND  ( t AND  (LESS  Than  (GET  VALUE  PERSON  lEAOER  SUPER  'Mini  OWN j 

N  t  j  A  I  I  V  E  ) 

(LESS  THAN  (GET  VALUE  PERSON  'OVERAII  Cl (MATE  VAIUE  'OK 

M  NEGATIVE)) 

(  S  E  T  0  NEW  VALUE  (LIST  "Leader  Climate" 


136 


OWN)  )  ) 


UE  'OWN))) 


value  -own))) 


(AVERAGE  OF  (LIST  (GET  VALUE  PERSON 

' LEADER  SU 

'VALUE 
'  OWN  ) 

(GET  VALUE  PERSON 

' OVERALL . C 

' VALUE 
•OWN) ) ) ) ) 

(PUT. VALUE  PERSON 

'  JOB  SAT  I SFACT ION 
(CONS  NEW  VALUE 

(GET. VALUE  PERSON  '  JOB . S AT  I SFAC T I  ON  'VALUE  ' 

(PUT. VALUE  PERSON 

' EFF IC I ENCY 

(CONS  NEW  VALUE  (GET. VALUE  PERSON  'EFFICIENCY  'V»L 

(PUT  VALUE  PERSON 

' EFFECTIVENESS 

(CONS  NEW  VALUE  (GET. VALUE  PERSON  'EFFECTIVENESS  ' 


(PUT. VALUE  PERSON 

■REALIZATION. OF. POTENTIAL 
(CONS  NEW  VALUE 

(GET. VALUE  PERSON 

' REAL  I ZAT I  ON  OF  POTENTIAL 

'  VALUE 

’OWN)))) 

(T  NIL)))) 

METHOD 

(METHOD) 

NI  L 

( (COMMENT 

"Leader  behavior  ( L E AD ER . SUP ER )  and  organizational  climate  (OVERALL  CLIMaT 
E)  contribute  to  increased  accidents  ond  injury  (EFFICIENCY.  EFFECTIVENESS.  JOB  S 
ATISFACTION.  real  I ZAT ION . OF  POTENTIAL).  (Butler  ond  Jones.  1  979  )."))) 

( MEAN  I NGFUL . WORK  R  50 
(LAMBDA  (THISUNIT  PERSON) 

(PROG  (NEW  VALUE) 

(CONO  ((AND  (GREATER . THAN  (AVERAGE. OF  (LIST  (GET. VALUE  PERSON 

'SKILL  VAR  I  FT 

Y  HO 

'  value 

'  Own  ) 

(GET . VALUE  PERSON 

'  T  ASK  I  DENT  I T 
r 

'VALUE 
'  Own  ) 

(GET  VALUE  PERSON 

'Task  CONTI  NU 

I  TY 

' VALUE 
'  OWN  I 

(GET  VALUE  PERSON 

Task  i  I  GN  I  F  I 


POS I T I VE ) 

(GREATER  THAN  (GET  VAiuE  PERSON  I ND  ORG  CONTROL  value 


POS ITI VE  ) 

(GREATER  THAN  (GET  VALUE  PERSON  REWARD  SYT 


PQS I T I VE  )  ) 


'VALUE  'OWN  l 


r. 

F.v. n.  V 


F.  V.  V  --  v.  n.  v.  K.  v.  v  v.  -r  v.  /  v.  ...  •  .  -  «  •  ,  -  .  ■  .>  .  ■  .  -  .  -  .  •  %- 

"  -  v  «v.\\v.v.v  >.  •.  v  -• 

iV>VaAIV  J.  A  A  A  mVaV.  «l  a.  Jl  .VkA  .Ak  A.  “  ^  1 •  ■  *■  •  t-1  -  -  ■  -  *  ^  -  -  u  ~  ^  L  ‘  »  u  -  •  ■  «  *-  >  - 


( SETO  NEW  VALUE  (LIST 


"Meaningful  Work" 

(AVERAGE  OF  (LIST  (CET  VALUE  PERSON 


ME AN  I NGFU 


’  VALUE 
'  OWN  ) 

(GET  VALUE  PERSON 


'VALUE 

'  OWN  ) 

(GET. VALUE  PERSON 


' REWARD  SY 

'VALUE 
■OWN) ) ) ) ) 


OWN  )  )  ) 


OWN  )  )  ) 


(PUT  VALUE  PERSON 

' JOS . SAT  I SFACT I  ON 
( CONS  NEW  VALUE 

(GET  VALUE  PERSON  ' J OS . S A T I S F AC T I  ON  'VALl 

( PUT . VALUE  PERSON 

'NEED  FULFILLMENT 
(CONS  NEW. VALUE 

(GET  VALUE  PERSON  'NEED  FULFILLMENT  'VALt 

(PUT  VALUE  PERSON 

' AC  H I EVEMENT 

(CONS  NEW  VALUE  (GET. VALUE  PERSON  'ACHIEVEMENT 


' OWN ) ) ) 


'  OWN) ) ) 


'  OWN )  ) ) 


(PUT  VALUE  PERSON 

'  EFFECTIVENESS 

(CONS  NEW. VALUE  (GET  VALUE  PERSON 

(PUT. VALUE  PERSON 

' EFF IC I ENCY 

(CONS  NEW  VALUE  (GET  VALUE  PERSON 

(PUT. VALUE  PERSON 

'  REAL  I ZAT ION . OF  POTENTIAL 
(CONS  NEW. VALUE 

(GET  VALUE  PERSON 


1  EFFECT  IVENESS 


'EFFICIENCY 


'REALIZATION  OF  POTENTIAL 

'VALUE 

'OWN) ) ) ) 


(T  NIL)))) 

ME  THOO 
(METHOD ) 

N  I  L 

( (COMMENT 

'If  work  is  meaningful  (SKILL  VARIETY  HO.  TASK  IDENTITY.  T 
TASK  SIGNIFICANCE)  in  an  autonomous  environment  (  I  ND  ORG  CONTROL 
propriate  rewards  (REWARD  SYS)  then  workers  will  be  highly  mot  i  v 
CTICN.  NEED  FULFILLMENT.  ACHIEVEMENT.  EFFECTIVENESS,  EFFICIENCY, 
GTENTlAL)  (Hockman.  Oldham  1  9  7  S  .  1976)  "))) 

i  MOTIVATION  SKILL  USE  R9 
, uAMdDA  (TH1SUNIT  PERSON) 

(PUT  VALUE  PERSON 

' JOB  MOTIVATION 

(LIST  "Motivation  Skill  Use" 

(CONS  (AVERAGE  OF  (t 1ST  (GET  VALUE  PERSON 


TASK  IDENTITY.  TASK  CONTINUITY. 
(IND  ORG  CONTROL)  and  offering  op 
be  highly  motivated  (JOB  SaTISFa 
ESS,  EFFICIENCY,  REALIZATION  OF  P 


SKILL  VARIETl 
V  A  I  U  f 


(GET  VALUE 


PERSON 
I ND  ORG 
value 


(GET. VALUE  PERSON  REWARD  SYS  ' VA 

LUE  ’ OWN ) ) ) 

(GET  VALUE  PERSON  ' JOB . MOT  1  VAT  I  ON  ’VALUE  ’OWN))))) 

METHOD 

(METHOD) 

N  I  L 

( (COMMENT 

“Joo  motivation  (JOB. MOTIVATION)  is  porportional  to  use  of  skills  (SKILL. V 
ARIETY),  individual  control  of  work  (IND  ORG. CONTROL)  and  feedback  ( R E WARD . S Y S ) . 
(Hackman  and  Oldham,  1980)"))) 

( OVERA  L  L  CLIMATE  R17 
( LAMBOA  (THISUNIT  PERSON) 

(PROG  NIL 

(COND  (  (GREATER  .  THAN  (GET. VALUE  PERSON  ’OVERALL  CLIMATE  ’VALUE  OWN) 

POSITIVE) 

(PUT  VALUE  PERSON 

’ NEED  FULF I LLMENT 
(LIST  "Overall  Climate” 

(CONS  (GET  VALUE  PERSON  'OVERALL  CLIMATE  'VA 


LUE  ’OWN) 

(GET. VALUE  PERSON  ’  N E ED .  FU L F I L L MEN T  'V 

ALOE  ’OWN) ) ) ) ) 

(T  NIL)))) 

METHOD 

(METHOD) 

N  I  L 

( (COMMENT 

"The  job  setting  and  organizational  environment  (OVERALL  CLIMATE)  is  a  pr, 
mary  source  of  need  satisfaction  (NEED. FULFILLMENT).  (Sec  i  it  ,  1981).”))) 

(PARTICIPATION  INVOLVEMENT . R8 
(LAMBDA  (THISUNIT  PERSON) 

(PROG  (NEW  VALUE) 

(SETQ  NEW. VALUE  (LIST  "Participation  Involvement” 

(GET  VALUE  PERSON  ’ E F F EC T l VE  P AR T l C l P A T I  ON  'VA 


LUE  'OWN))) 


E  'OWN))) 


'  OWN )  ) ) 


(PUT  VALUE  PERSON 

'JOB  SATISFACTION 

(CONS  NEW. VALUE  (GET  VALUE  PERSON  ' J 08  S A T I S F AC T 1  ON  "VALU 

( PUT  VALUE  PERSON 

’ NEED  FULF I LLMENT 

(CONS  NEW. VALUE  (GET. VALUE  PERSON  'NEED  FULFILLMENT  VALU 


(PUT  VALUE  PERSON 

'SELF  REALIZATION 

(CONS  NEW  VALUE  (GET  VALUE  PERSON  ’SELF  R E A L  I  Z A T  I  ON  VALU 

E  ’OWN) ) ) ) ) 

ME  THOD 
(METHOD ) 

N  I  L 

( ( COMMENT 

"Participative  management  can  be  effective  to  instill  a  sense  of  involveme 
nt  (JOB  SATISFACTION)  and  meet  higher  order  needs  (NEED  FULFILIMENT.  SELF  R  E  A  L  I  Z  A 
T  [ On  !  (Rosen  fe I J  and  Smith.  1967)  "))) 

(PARTICIPATION  R  6 
,lamBDa  (THISUNIT  PERSON) 

(PROG  (NEW  VALUE) 

(COND  i (GREATER  Than  (GET  VALUE  PERSON  'EFFECTIVE  PARTICIPATION  val 

Of  OWN  i 

POG I  T  I  V (  > 

(SETQ  NEW  value  t  L  I  G  1  "Participation 

(GET  VA| uf  PERSON 

L  M  E  .  !  I  vl  P  ah  I  |  (.  I  i  a  t  |  ..,n 
'VALUE 
'  OWN  I  I 

(PUT  VALUE  PERSON 


WvVVjV 
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LUE  ' OWN ) ) > 


Own)  ) ) 


UlE  'OWN))) 


VALUE  ’OWN))) 


U  £  ’OWN))) 


• ACH 1 EVEMENT 

(CONS  NEW  VALUE  (GET  VALUE  PERSON  ACHIEVEMENT  ’  VA 

(PUT  VALUE  PERSON 

' NEED  FULF  I  L  LMENT 
(CONS  NEW  VALUE 

(GET. VALUE  PERSON  ’NEED  FULFILLMENT  ’VALUE  • 

( PUT  VALUE  PERSON 

'  ACH ( EVEMENT 

(CONS  NEW  VALUE  (GET  VALUE  PERSON  ACHIEVEMENT  • VA 

(PUT  VALUE  PERSON 

'  EFFECTIVENESS 

(CONS  NEW  VALUE  (GET. VALUE  PERSON  ’EFFECTIVENESS  ’ 

(PUT  VALUE  PERSON 

' EFFICIENCY 

(CONS  NEW  VALUE  (GET  VALUE  PERSON  'EFFICIENCY  ’VAL 


(PUT  VALUE  PERSON 

'REALIZATION. OF. POTENTIAL 
(CONS  NEW  VALUE 

(GET. VALUE  PERSON 

'REALIZATION  OF  POTENTIAL 

’ VALUE 

’OWN)))) 

(T  NIL)))) 

method 

(method) 

NI  L 

( (COMMENT 

"Employee  participation  ( EF FECT I VE . P AR T I C I P A T I  ON )  improved  job  attitudes  ( 
ACHIEVEMENT.  NEED  FULFILLMENT)  and  performance  (ACHIEVEMENT.  EFFECTIVENESS.  EFF|C 
I E  N  C  Y ,  REALIZATION  OF. POTENTIAL)  (Chaney,  1969;  Scheflen.  Lawler  ana  Hackman.  1 
971,  vroom.  1963)"))) 

(REWARO  I MPORTANCE . R45 
(LAMBDA  (THISUNIT  PERSON) 

(PROG  (NEW  VALUE) 

(CONO  ((AND  (GREATER  THAN  (GET. VALUE  PERSON  ’IMPORTANCE  OF  REWARDS  ’ 

value  ’ Own ) 

POSITIVE) 

(GREATER  THAN  (GET  VALUE  PERSON  'REWARD  SYS  ’VAlijE  ’OWN) 


POSITIVE)) 


E  OF  REWARDS 


'I  own)  ,i  ) 


■J  i  0  w  N  i  ,  j 


(SETQ  NEW  VALUE  (LIST  "Reword  Importance 

(AVERAGE  OF  (LIST  (GET  VALUE  PERSON 

’ I MPGRTANC 

'value 

■  OWN  ) 

(GET  VALUE  PERSON 

'REWARO  Sy 

•  VALUE 
•OWN) ) ) ) ) 

(PUT  VALUE  PERSON 

' ACH 1 EVEMENT 

(CONS  NEW  VALUE  (GET  value  PERSON  ACHIEVEMENT  VA 

(PUT  VALUE  PERSON 

'  EFTEC  T I VENESS 

(CONS  NEW  value  (GET  value  PERSON  ’EFFECTIVENESS 

(PUT  VALUE  PERSON 

’  EFT  1C  IENC r 

(CONS  NEW  VALUE  (GET  value  PERSON  CFFILlL  ML  r  VA(_ 


.v>;v,v'v.v 

.Y  .Si  _  W  y 


'•c  "v  'v vy v 


( PUT . VALUE  person 

' REAL! 2AT ION  OF  POTENTIAL 
(CONS  NEW  VALUE 

(GET  .  VALUE  PERSON 

'REALIZATION  OF  POTENTIAL 
’ VALUE 
’OWN) ) ) ) 

(T  NIL)))) 

METHOD 

(METHOD) 

N  I  L 

( (COMMENT 

"There  3  a  strong  link  between  reward  importance  (IMPORTANCE  OF  REWARD)  w 
itn  job  feedback  (REWARD  STS)  and  job  pertormance  (ACHIEVEMENT,  EFFECTIVENESS.  EF 
FICIENCr,  REALIZATION  OF  .  PO  T  EN  T  I  A  L  )  (Lawler.  1967  )  )  )  ) 

(REWARD  NEEDS  R  A  3 
(  L  AMBDA 

(THISUNIT  PERSON) 

(PROG  (NEW  VALUE) 

(COND  ((AND  (GREATER . THAN  (GET  VALUE  PERSON  '  E X P EC T A T 1  ON . 0 f  REWARDS  ' 

VALUE  'OWN) 

POS I T I VE) 

(GREATER . THAN  (GET. VALUE  PERSON  ' I MPOR T ANC E . OF . R EW ARDS  V 


ALUE  'OWN) 


N  OF  REWARDS 


OF  REWAROS 


UE  ' OWN ) ) ) 


UE  ■  ~WN  )  )  ) 


POSIT  I VE) ) 

(SETQ  NEW  VALUE  (LIST  "Rewords  Needs" 

(AVERAGE  OF  (LIST  (GET  VALUE  PERSON 

’  EkPECTAT I  0 

' VALUE 

■  OWN  ) 

(GET  VALUE  PERSON 

■  importance 

■  VALUE 
■own)  )  )  )  ) 

(PUT  VALUE  PERSON 

• ACHI EVEMENT 

(CONS  NEW  VALUE  (GET  VALUE  PERSON  'ACHIEVEMENT  'VAL 

(PUT  VALUE  PERSON 

■REALIZATION  OF. POTENTIAL 

(CONS  NEW  VALUE  (GET  VAIUE  PERSON  ACHlIVlMlNI  VAl 

(PUT  VALUE  PERSON 

' JOB  SAT  I SFACT I  ON 
(CONS  NEW  VALUE 

(GET. VALUE  PERSON  'JOB  SATISFACTION  ’VALUE  '0 


W  N  )  t  t 

(PUT  VALUE  PERSON 

'NEED  FULFILLMENT 
(CONS  NEW  VALUE 

(GET  VALUE  PERSON  NEED  FULFILLMENT  'VALUE  0 

WN )  ,  j  ) 

(T  NIL)))) 

ME  THOD 

(MET hGD ) 

N  I  _ 

i ( comment 

Tre  e  a  u  >  t  y  theory  says  people  attempt  to  balance  input  effort  with  the  re 

W  J  r  u  «  Iru,  receive  High  e  «  p  e  c  t  a  I  i  o  n  s  (  E  <  P  E C  I  A  T  1  ON  at  REWARD,  |  and  l>  i  j  n  .  up  o  t  t  i 

.  ••  I  receiving  rewords  (IMPORTANCE  or  REWARDS  )  prompts  I  ■  ■)  n  e  r  work  e  M_  ■  I  I  AC  H  I 

EvEmEnT  REALIZATION  of  POIEnIIal.  job  S* I  . SF aC T I  On  NEED  MM  Fll  IMfMT  I  i  a  jams  . 

lyes  Ui  Inal  I  1  I  ■  J  .  Porter  t  o  w  I  e  '  1  Jtib  )  i  I  ) 

■  RD  ROLE  CLAR  I  T  f  R  4  Z 
L  . -  JBDA  (  TH I  Son  I  T  PERSON ) 

(PROG  (NEW  VALUE) 


OSI TIVE) 


(CONO  ((GREATER  THAN  (GET. VALUE  PERSON  ' RO L E . CON F L I C T  'VALUE  'OWN)  P 


(SETQ  NEW. VALUE  (LIST  "Reward  Role  Clarity" 

(GET. VALUE  PERSON  'REWARD. SYS  'VALUE  0 


WN)  )  ) 

(PUT. VALUE  PERSON 

'  ACHIEVEMENT 

(CONS  NEW. VALUE  (GET. VALUE  PERSON  'ACHIEVEMENT  ' VA 

LUE  'OWN))) 

(PUT. VALUE  PERSON 

'REALIZATION. OF  POTENTIAL 
(CONS  NEW  VALUE 

(GET  . VALUE  PERSON  ' REAL  I Z AT  I  ON . OF . PO T EN T I  A L 

'VALUE  ’OWN))) 

(PUT. VALUE  PERSON 

'  JOB  SATISFACTION 
(CONS  NEW  VALUE 

(GET. VALUE  PERSON  ' J OB  S A T I S F AC T I  ON  'VALUE  ' 

OWN) )  ) 

(PUT. VALUE  PERSON 

' NEED . FULF I LLMFNT 
(CONS  NEW  VALUE 

(GET. VALUE  PERSON  'NEED  FULFILLMENT  'VALUE  ' 

OWN )  ;  )  ) 

(T  NIL)))) 

METHOO 

(METHOD) 

N  I  L 

( ( COMMENT 

"Feedback  (REWARD. SYS)  ie  amplified  under  conditions  of  role  clairily  (ROL 
E  CONFLICT).  Job  satisfaction  (ACHIEVEMENT,  RE A L I Z A T I  ON . OF . POT  ENT  I  A L .  J06  SATISF 

ACTION.  NEED . FU LF I L LMENT )  appear  to  increase  when  goals  are  established  (Mitcne 
M,  1979)."))) 

(REWARD . WORK . R  A  7 
(LAMBOA  (TH1SUN1T  PERSON) 

(PROG  (NEW  VALUE) 

(CONO  ((GREATER  THAN  (GET. VALUE  PERSON  'REWARD  SYS  'VALUE  'OWN)  POSI 

TIVE) 

(SETQ  NEW  VALUE  (LIST  ''Reword  Work" 

(GET. VALUE  PERSON  'REWARD  SYS  'VALUE  'O 

WN)  )  ) 

(PUT  VALUE  PERSON 

' ACH I EVEMENT 

(CONS  NEW  VALUE  (GET. VALUE  PERSON  'ACHIEVEMENT  ' VA 

LUE  'OWN))) 

(PUT  VALUE  PERSON 

' EFFECT IVENESS 

(CONS  NEW  VALUE  (GET  VALUE  PERSON  'EFFECTIVENESS  ' 

VALUE  'OWN))) 

(PUT  VALUE  PERSON 

' EFFICIENCY 

(CONS  NEW  VALUE  (GET  VALUE  PERSON  'EFFICIENCY  'VAl 


UE  ' OWN  ,  ) ) 


(PUT  VALUE  PERSON 

'REALIZATION  OF  POTENTIAL 
(CONS  NEW  VALUE 

(GET  VALUE  PERSON 

'REALIZATION  uE  POTENT  I  AI. 


'VAlllf 


'  OWN i  )  i  I 


( T  NIL)))) 

ME  T HOD 
:  ME  T  hGD / 

N  i  . 


, COMMENT 

II  hard  work  leads  to  fair  rewords  (REWARD  SYS)  then  people  work  harder 
e*pe: fancy  theory^  (ACHIEVEMENT  EFFECTIVENESS.  EFT  I C I E  N 1 r  REaiIZaTIun  >i  PO  TEN 


T1AL)  (Lawler,  1970;  Porter.  Lawler,  1968a,  Mitchell,  1979)."))) 

( REWARDS  SELF  ESTEEM  RSI 
(LAM80A  (THISUNIT  PERSON) 

(PROG  (NEW  VALUE) 

(COND  ((GREATER  THAN  (GET  VALUE  PERSON  '  I N I R  I  NS  I C  R EWARD  'VALUE  'OWE 

)  POSITIVE) 

(SETQ  NEW. VALUE  (LIST  "Rewards  Self  Esteem" 

(GET. VALUE  PERSON  INTRINSIC  REWARO  ' V  A 

LUE  'OWN))) 

(PUT. VALUE  PERSON 

'JOB  SATISFACTION 
(CONS  NEW. VALUE 

(GET  VALUE  PERSON  'JOB  SATISFACTION  'VALUE  ' 

OWN)  )  ) 

(PUT. VALUE  PERSON 

■SELF  REALIZATION 
(CONS  NEW. VALUE 

(GET. VALUE  PERSON  ' S E L F . R E A L I Z A T I  ON  'VALUE  ' 

OWN)  )  ) 

(PUT. VALUE  PERSON 

' ACHIEVEMENT 

(CONS  NEW  VALUE  (GET  VALUE  PERSON  'ACHIEVEMENT  V A 

LUE  'OWN))) 

(PUT . VALUE  PERSON 

' NEED . FULF I LLMENT 
(CONS  NEW. VALUE 

(GET. VALUE  PERSON  ’ NEED . FULF I L LMENT  'VALUE  ' 

OWN)  )  )  ) 

(T  NIL)))) 

METHOD 

(METHOD) 

N  1  L 

( (COMMENT 

"Improved  intrinsic  rewards  (INTRINSIC. REWARD)  led  to  a  feeling  of  self  es 
teem  (JOB-SATISFACTION,  SELF  REALIZATION),  accomplishment  (ACHIEVEMENT)  ond  self 
fulfilment  (NEED  FULFILLMENT)  (Lowler,  1969).''))) 

(ROLE  CLAR I TY  R 1 9 
(LAMBDA  (THISUNIT  PERSON) 

(PROG  NIL 

(COND  ((LESS  THAN  (GET  VALUE  PERSON  'ROLE  CONFLICT  'VALUE  'OWN)  NECA 

T  I  VE  ) 

(PUT  VALUE  PERSON 

' J  08  SATISFACTION 
(LIST  "Role  Clarity" 

(CONS  (GET  VALUE  PERSON  ' ROL E . CON F L I C T  'VALU 

E  ' OWN ) 

(GET. VALUE  PERSON  ' J OB  S A T I S F AC T I  ON  'V 

ALUE  'OWN) ) ) ) ) 

(T  NIL)))) 

METHOD 

, method ) 

n  ;  l 

! ( comment 

"Lack  of  role  clarity  (ROLE  CLARITY)  is  substanitally  related  to  job  tensi 
ons.  turnover  ana  proclivity  to  leave  the  |0b  ( JOB . SAT  I SF AC T I  ON)  (Lyons,  1971) 

'III 

SATISFACTION  COMM  ACHIEVEMENT  R  39 
I  LAMBDA  (THISUNIT  PERSON) 

I  PROG  ( NEW  VALUE) 

(COND  (IGREATER  THAN  (GET  VAtuE  PERSON  'COMM  EFFECTIVENESS  ‘VALUE  '0 
AN i  POSITIVE) 

(SETQ  NEW  VALUE  (LIST  "Satisfaction  Comm  Achievement' 

(GET  VAt  uf  Pf  On  t  VMM  f  f  I  t  •  t  I  v  i  N  t  1  S 

i  J  i  i  i.  uwn  )  )  ) 

(PUT  VALUE  PERSON 

'  ACM  1 EVEMENT 

(CONS  NEW  VALUE  (GET  VALUE  PERSON  'ACHIEVEMENT  VA 


LUE  'OWN))) 


(PUT  VALUE  PERSON 

' NEED . FULF ! L  LMENT 
(CONS  NEW  VALUE 

(GET. VALUE  PERSON  1 NE ED . FU L F I L LME N T  'VALUE 


OWN ) ) ) 


(PUT. VALUE  PERSON 

■JOB  SATISFACTION 
(CONS  NEW  VALUE 

(GET. VALUE  PERSON  ' J OB . S A T I S F AC T  I  ON  'VALUE 


OWN ) ) ) 


(PUT. VALUE  PERSON 

REALIZATION. OF. POTENTIAL 
(CONS  NEW. VALUE 

(GET. VALUE  PERSON 

■REALIZATION  OF  POTENTIAL 
•  VALUE 
'OWN) ) ) ) 

(T  NIL)))) 

METHOO 

(METHOD) 

N  I  L 

( (COMMENT 

"When  employees  ore  satisfied  with  communications  (COMM. EFFECTIVENESS),  tn 
ey  show  a  positive  attitude  towards  management  (ACHIEVEMENT.  NEED. FULFILLMENT),  c 
re  more  satisfied  with  their  supervisors  (JOB. SATISFACTION)  and  identify  more  wit 
h  the  organization  (REALIZATION. OF  POTENTIAL).  (Muchinsky.  1977)  "  )  )  ) 

(SATISFACTION. COMM .  R38 
(LAMBDA  (THISUNIT  PERSON) 

(PUT. VALUE  PERSON 

’  JOB  SATISFACTION 

(LIST  "Satisfaction  Comm" 

(CONS  (GET  VALUE  PERSON  ’ COMM . E F F EC T I  V EN E S S  'VALUE  OWN) 
(GET. VALUE  PERSON  'JOB  SATISFACTION  'VALUE  'OWN)))) 


) 


METHOD 

(METHOO) 

N  I  L 

( (COMMENT 

"Jot  satisfaction  ( JOB  .  S A T I S F ACT  1  ON )  is  related  to  a  number  of  communicat 
variables  (COMM  EFFECTIVENESS)  Ruberts.  O'Reilly,  1  G  /  4  )  "  )  )  ) 


( S* T | SFACT I  ON  ROLE  CLARi TY  R  33 
(LAMBDA  (THISUNIT  PERSON) 

(COND  ((AND  (GREATER  .  THAN  (GET. VALUE  PERSON  '  RO L E . CON F L I C T  'VALUE  'OWN)  PO 
5  i  T  I  VE  ) 

(GREATER  THAN  (GET. VALUE  PERSON  STANDARDS  GOALS  'VALUE  'OWN) 


POSI TIVE) 
POS I T I VE ) 


(GREATER . THAN  (GET. VALUE  PERSON  '  I  NO  ORG  CONTROL  'VALUE  'OWN) 


(LESS  THAN  (GET  VALUE  PERSON  'STRESS  VALUE  'OWN)  HIGH) 
(GREATER  THAN  (GET  . VALUE  PERSON  GROWTH  DEVELOPMENT  VALUE  '  OW 


N  )  POS I  T | VE ) 
i  VE)  ) 


(GREATER  i HAN  (GET  VALUE  PERSON  REWARD  STS  'VALUE  'OWN)  POSIT 


(PUT  VALUE  PERSON 

' JOB  SAT ISFACT ION 

(LIST  "Satisfaction  Role  Clarity1 

(CONS  (AVERAGE  OF  (LIST  (GET  VALUE  PERSON 

' RO'  E  CONFLI C  T 
VALUE 
OWN  i 

(GET  VALUE  PERSON 

LTANDaPDJ  GOAl 


value 

■  OWN  I 

(GET  V  A  L  LI  E  PERSON 
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'  1 ND  ORG . CONTRO 
L 

•  VALUE 

•  Own  ) 

(GET. value  PERSON 

GROWTH  DEVELOP 

MENT  HO 

■  VALUE 
'  OWN  ) 

(GET . VALUE  PERSON 

'REWARD  SYS 
' VALUE 
’  OWN )  )  ) 

(GET. VALUE  PERSON  ’ JOB . SAT  I SFAC T I  ON  'VALUE  ' 

OWN) ) ) ) ) 

(T  NIL))) 

METHOD 

(METHOD) 

N  I  L 

( ( COMMENT 

"Jot  satisfaction  (  JOB  S A T I S F AC T I  ON )  increases  when  clear  goals  (ROlE.COnF 
LlCT).  goal  planning  ( ST ANDARDS . GOALS )  ,  support  and  autonomy  (  1 ND  ORG . CON T RO L )  . 
joc  security  (STRESS),  development  of  capabilities  ( GROW TH . D E V E LOPME N T , HO )  and  a 
performance  contingent  reward  system  (REWARD. SYS).  (Zultowski,  A  very  ana  Dewhirs 
t  .  1  978  )  ”))) 

(STANDARDS  AUTONOMY  R3 
(LAMBDA  (THJSUNIT  PERSON) 

(PROG  NIL 

(CONO  ((AND  (GREATER . THAN  (GET. VALUE  PERSON  ’STANDARDS  GOALS  ’VALUE 

'  OWN  ) 

POSITIVE) 

(GREATER . THAN  (GET. VALUE  PERSON  ’ I ND  ORG  CONTROL  ’VALUE 


POSITIVE) ) 

(PUT. VALUE  PERSON 

’  JOB . SATISFACTION 

(LIST  "Standards  Autonomy" 

(CONS  (GET.  VALUE  PERSON  ’ I ND . ORG . CON T RO L  ’ VA 

LUE  ’OWN) 

(GET. VALUE  PERSON  'JOB  SAT  1SFAT  ION  ,'A 

LUE  ’  OWN ) ) ) ) ) 

(T  NIL)))) 

method 
( methoo  ) 

N  I  L 

( ( COMMENT 

"Formalization  and  standarizotion  (STANDARDS  COALS)  diminish  satisfaction 
(JOB  SATISFACTION)  wnen  there  is  a  lack  of  outonomy  ( 1 ND  ORG  CONTROL).  (James  an 
a  Jones.  1976)'))) 

(  ST  At.  DARDS  .  CHALLENGE  R29 
(L«MBDA  (THISUNIT  PERSON) 

(PROG  (NEW  VALUE) 

(CONO  (,»ND  (GREATER . THAN  (GET  VALUE  PERSON  'STANDARDS  GOALS  'VALUE 

'  OWN  , 

POS I T I VE ) 

(GREATER . THAN  (GET  VALUE  PERSON  JOB  CHALLENGE  'VALUE  '0 

KM  POSITIVE)) 

(SETO  NEW  VALUE  (LIST  "Standards  Challenge' 

(AVERAGE  OF  (LIST  (GET  VALUE  PERSON 

j  I  and  ARDS 

00  a  L  -V 

'  V  A  i  U  t 


v-u  l  HA  L  L 


■OWN))))) 


(PUT. VALUE  PERSON 

' ACH 1 EVEMENT 

(CONS  NEW  VALUE  (GET. VALUE  PERSON  'ACHIEVEMENT  ' VA 


LUE  'OWN))) 


VALUE  ’OWN))) 


(PUT  VALUE  PERSON 

'EFFECTIVENESS 

(CONS  NEW. VALUE  (GET. VALUE  PERSON  'EFFECTIVENESS 


UE  'OWN))) 


(PUT. VALUE  PERSON 

'  EFF 1C  1 ENCY 

(CONS  NEW. VALUE  (GET. VALUE  PERSON  'EFFICIENCY  'VAL 


(PUT. VALUE  PERSON 

REALIZATION  OF. POTENTIAL 
(CONS  NEW  VALUE 

(GET. VALUE  PERSON 

■realization. of. potential 
•  value 

•OWN) ) ) ) 

(T  NIL)))) 

method 

(method) 

N  I  L 

( ( COMMENT 

"Specific  goals  (STANDARDS  GOALS)  and  challenging  work  (JOBCHALLENGE)  reg 
ulate  performance  (ACHIEVEMENT.  EFFECTIVENESS,  EFFICIENCY.  REA L I Z AT l ON . OF  POTENTI 
AL)  (Locke,  1968.  1975) .  "))) 

(STANDARDS . COMM  R2 
( LAMBDA 

(THISUNIT  PERSON) 

(PROG  NIL 

(COND  ((ANO  (GREATER . THAN  (GET  VALUE  PERSON  'STANDARDS  GOALS)  POS I T I  V 
E) 

(GREATER . THAN  (GET. VALUE  PERSON  ' COMM  E F F EC T I VENE SS )  POS I 


T  1  VE)  ) 


(PUT  VALUE  PERSON 

' JOB  SATISFACTION 
(LIST  "Stondords  Comm" 

(CONS  (AVERAGE  OF  (LIST  (GET. VALUE  PERSON 

'  STANDARDS 


'VALUE 
'  OWN  ) 

(GET  VALUE  PERSON 

COMM  EFFE 


CTIVENESS 


(GET, VALUE  PERSON  'JOB  SATISFACTION  '  VA 


LUE  'OWN))))) 


(T  NIL)))) 


METHOD 

(METHOD) 


( ( COMMENT 

'Formalization  ond  standardization  (STANDARDS  GOALS)  and  lack  at  ambiguity 
(COMM  EFFECTIVENESS)  are  positively  related  to  satisfaction  (JOB  SATISFACTION) 
(ja-T.es  and  Jones.  1976)  "))) 

(STANDARDS  EXPENCTANT  reward  R48 

( lamBDa 

l  Th I  SUN  I  T  PERSON ) 

I  RRGG 

,  ri  l  A  VALUE) 

( .OND  ((AND  (GREATER  THAN  (GET  VALUE  PERSON  'STANDARDS  GOALS  'VALUE  OWN) 

POSITIVE, 

(GREATER  THAN  (GET  VALUE  PERSON  'REWARD  SrS  'VALUE  OWN)  POSIT 


WWW 


IVE) 

’  OWN  ) 


REWARDS 


(GREATER . THAN  (GET  VALUE  PERSON  • EXP EC T A T I  ON . OF  R EW ARDS  ’VALUE 
POSI T 1 V E )  ) 

(SETQ  NEW. VALUE  (LIST  ''Stondords  Expectant  Reword" 

(AVERAGE  OF  (LIST  (GET. VALUE  PERSON 

■  STANDARDS . GOALS 
’ VALUE 
'  OWN  ) 

(GET . VALUE  PERSON 

’REWARD  SYS 
’ VALUE 
'  OWN  ) 

(GET. VALUE  PERSON 

’ EXPECT  AT  ION . OF . 


WN)  )  ) 


’  OWN ) ) ) 


N))) 


’OWN)  )  )  ) 


'  value 

■OWN) ) ) ) ) 

( PUT  VALUE  PERSON 

■achievement 

(CONS  NEW. VALUE  (GET. VALUE  PERSON  'ACHIEVEMENT  'VALUE  '0 

(PUT  VALUE  PERSON 

'EFFECTIVENESS 

(CONS  NEW. VALUE  (GET. VALUE  PERSON  'EFFECTIVENESS  'VALUE 

(PUT  VALUE  PERSON 

' EFFICIENCY 

(CONS  NEW  VALUE  (GET. VALUE  PERSON  'EFFICIENCY  ’VALUE  '  OW 

(PUT  VALUE  PERSON 

'  REAL  I ZAT I  ON. OF  POTENTIAL 
(CONS  NEW. VALUE 

(GET. VALUE  PERSON  ' RE A L I  2 A T I  ON . Of  . POT EN T  I  A L  ’VALUE 

(T  NIL)))) 


METHOD 

( method  ) 

N  I  L 

( ( COMMENT 

’’Clear  challenging  goals  (STANDARDS. GOALS),  reword  distribution  (REWARD. SY 
S)  and  expectations  ( EXP  EC T A T I  ON  OF  R EW ARDS  )  increase  performance  (ACHIEVEMENT,  E 
FFECT I VENESS  .  EFFICIENCY,  R E A L I Z A T I  ON . 0 F . PO T EN T I  A L )  (Mitchell,  1979  )  "  )  )  ) 

(STANDARDS . R31 
(LAMBDA  (THISUNIT  PERSON) 

(PROG  (NEW  VALUE) 

(COND  (T 

(SETQ  NEW. VALUE  (LIST  "Standards” 

(GET. VALUE  PERSON  ’STANDARDS  GOALS  VAL 


UE  ' OWN ) ) ) 

( PUT  VALUE  PERSON 

'  ACH I EVEMENT 

(CONS  NEW  VALUE  (GET  VALUE  PERSON  'ACHIEVEMENT  ’ VA 

LU  E  ’ OWN  )  )  ) 

( PUT . VALUE  PERSON 

' EFFECT  I VENESS 
(CONS  NEW  VALUE 

(GET  VALUE  PERSON  'EFFECTIVENESS  'VALUE  OWN 

)  )  i  ill) 

METHOD 
(METHOD ) 

N  I  L 


l i COMMENT 

t '  e  i  s  a  n  s  with  assigned  goals!  STANDARDS  COALS)  produced  I  A  L  H I  L  V  L  M l N  1  LFFEC 
T I v  E  N  E  S  S  I  more  than  those  without  ossigned  gools  (White  Mitchell,  beti  1977) 


anDaRDS  REWARDS  R30 
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(LAMBOA  ( TH I  SUN  I T  PERSON) 

(PROG  (NEW  VALUE) 

(CONO  ( (GREATER . THAN  (GET  VALUE  PERSON  ' S T AND ARDS . GO A LS  'VALUE  'OWN) 

POS I T I VE ) 

(SETQ  NEW. VALUE  (LIST  "Standards  Rewards" 

(AVERAGE. Of  (LIST  (GET  VALUE  PERSON 

' REWARD  SY 

S 

' VALUE 
'OWN) 

(GET  VALUE  PERSON 

JOB.CHALL 

ENG  E 

' VALUE 
'OWN) ) ) ) ) 

(PUT. VALUE  PERSON 

'  ACH  t  EVEMENT 

(CONS  NEW  VALUE  (GET. VALUE  PERSON  'ACHIEVEMENT  ' VA 


LUE  'OWN))) 


VALUE  'OWN))) 


U  £  'OWN))) 


(PUT. VALUE  PERSON 

'  EFFECTIVENESS 

(CONS  NEW. VALUE  (GET  VALUE  PERSON  'EFFECTIVENESS  ' 

( PUT . VALUE  PERSON 

•EFFICIENCY 

(CONS  NEW  VALUE  (GET. VALUE  PERSON  'EFFICIENCY  'VAL 


(PUT . VALUE  PERSON 

'REALIZATION. OF. POTENTIAL 
(CONS  NEW  VALUE 

(GET  .  VALUE  PERSON 

•REALIZATION. OF. POTENTIAL 
'  VALUE 
'OWN) ) ) ) 

(T  NIL)))) 

METHOO 

(METHOD) 

N  I  L 

( (COMMENT 

"Incentives  and  rewards  REWARD  SYS)  are  more  readily  linked  with  performan 
ce  goals  (ACHIEVEMENT.  EFFECTIVENESS,  EFFICIENCY,  REALIZATION  OF  POTENTIAL)  when 
goals  are  well  defined  (SANOARDS. GOALS)  (Kirchhoff.  1975.  Locke.  1966.  1975)  ") 

)  ) 

(STRESS. FRUS TRATI ON. R18 
(LAMBOA  (TH1SUNIT  PERSON) 

(PROG  (NEW  VALUE) 

(CONO  ( (GREATER . THAN  (GET. VALUE  PERSON  'STRESS  VALUE  'OWN)  H I CH ) 
(SETQ  NEW  VALUE  (LIST  "Stress  Frustration" 

(-  (GET  VALUE  PERSON  'STRESS  VALUE  ' Ow 


valuE  ' OWN ) ) ) 


LUE  ' OWN ) ) ) 


3wn  i  )  )  i 

ML  I  IIOU 
l M  E  T  HGO  ) 


' r  v  i  .  ~  oc  r EPSON 

' EFFECT  I VENESS 

(CONS  NEW  VALUE  (GET  VALUE  PERSON  EFFECTIVENESS  ' 

(PUT  VALUE  PERSON 

' ACH I EVEMENT 

(CONS  NEW  VALUE  (GET  VALUE  PERSON  'ACHIEVEMENT  VA 

(PUT  VALUE  PERSON 

'NEED  FULFILLMENT 
(CONS  NEW  VALUE 

(GET  VALUE  PERSON  NEED  FULFILLMENT  VALUE 

jT  Nil)))) 


( ( COMMENT 

"Frustration  (STRESS)  leads  to  reduced  productivity  and  lower  morale  (EFFE 
CT1VENESS,  ACHIEVEMENT.  NE ED . F U L F 1 L LM E NT  )  (Lowrie.  1967)."))) 

(STRESS  HEALTH  R 1 4 
(LAMBDA  (THISUN1T  PERSON) 

(PROG  (NEW  VALUE) 

(COND  ( (GREATER . THAN  (GET  VALUE  PERSON  'STRESS  'VALUE  'OWN)  HIGH) 
(SETO  NEW  VALUE  (LIST  “Stress  Health" 

(-  (GET. VALUE  PERSON  'STRESS  'VALUE  ' OW 

N  )  )  )  ) 

(PUT. VALUE  PERSON 

'  EFFICIENCY 

(CONS  NEW  VALUE  (GET. VALUE  PERSON  'EFFICIENCY  'VAL 

UE  'OWN))) 

(PUT. VALUE  PERSON 

' EFFECT  I VENESS 

(CONS  NEW. VALUE  (GET  VALUE  PERSON  'EFFECTIVENESS  ' 

VALUE  'OWN))) 

(PUT. VALUE  PERSON 

' ACH 1 EVEMENT 

(CONS  NEW  VALUE  (GET  VALUE  PERSON  'ACHIEVEMENT  ' VA 

LUE  'OWN))) 


(PUT. VALUE  PERSON 

' EFFECTIVENESS 

(CONS  NEW  VALUE  (GET  VALUE  PERSON  'EFFECTIVENESS 


VALUE  'OWN))) 


( PUT  VALUE  PERSON 

■EFFICIENCY 

(CONS  NEW. VALUE  (GET. VALUE  PERSON  'EFFICIENCY  'VAL 


UE  'OWN))) 

(PUT. VALUE  PERSON 

'  REALIZATION. OF. POTENTIAL 
(CONS  NEW  VALUE 

(GET. VALUE  PERSON 

'REALIZATION  OF. POTENTIAL 
' VALUE 
' OWN)  )  )  ) 

(T  NIL)))) 


method 

(METHOO) 

NI  L 

( ( COMMENT 

"Job  stress  (STRESS)  provides  a  maladaptive  response  through  adverse  effec 
ts  on  physical  health  (EFFICIENCY),  mental  health  (EFFECTIVENESS)  and  performance 
t  ACHIEVEMENT  EFFECTIVENESS.  EFFICIENCY.  REALIZATION  OF  POTENTIAL;  (McLean.  19 


7A  )  "  )  )  ) 

( STRESS  SAT  I SFACT I  ON  R 1 6 
(LAMBDA  (THISUNIT  PERSON) 

( FROG  N I L 

(CONO  ((GREATER  THAN  (GET  VALUE  PERSON  'STRESS  VALUE  'OWN)  HIGH) 
(PUT  VALUE  PERSON 

'JOB  SATISFACTION 

(LIST  "Stress  Satisfaction" 

(-  (GET  VALUE  PERSON  'STRESS  'VALUE  'OWN)))) 


( T  NIL)))) 

met  hod 

i ME  T HOD  ) 

N  I  ■ 

I ,  COMMENT 

"An  employees  mental  health  (STRESS)  varies  consistently  with  job  sot isloc 
tjn  | JOB  SATISFACTION)  (harnhouSer.  1966)  "))) 

1  stress  TURNOVER  R  1  6 

I  .  lutitil  (  1  If  l  J U N  I  T  PERSON) 

(PROG  (NEW  VALUE) 

(COND  ((GREATER  Th»N  (GET  VALUE  PERSON  'STRESS  VALUE  OWN)  HIGH) 
(SETO  NEW  VALUE  (L|St  "Stress  Turnover 


A 


lVl  ,f" iu  ****** 
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ri 

\ 

t. 

t. 

f. 

i 


N  )  )  )  ) 


LUE  'OWN))) 


OWN)))) 


(-  (GET. VALUE  PERSON  ’STRESS  'VALUE  ‘ OW 

(PUT. VALUE  PERSON 

' ACHi EVEMENT 

(CONS  NEW  VALUE  (GET. VALUE  PERSON  'ACHIEVEMENT  '  VA 

(PUT. VALUE  PERSON 

'NEED  FULFILLMENT 
(CONS  NEW. VALUE 

(GET  VALUE  PERSON  ' NEED . FUL F I L LMENT  'VALUE  ' 

(T  NIL)))) 


METHOD 

(METHOD) 

NIL 

(  (COMMENT 

"Excess  stress  (STRESS)  hos  symptoms  of  changed  work  performance  .  high  to 
mover,  absenteeism,  lateness  (ACHIEVEMENT,  NEED. FULFILLMENT)  (Schuler,  1980.  M 
argolis  and  Kroes,  1974)."))) 

( SUPPORT . COMM  -  TEAMWORK  . R 1 
(LAMBDA  (THISUNIT  PERSON) 

(PROG  (NEW. VALUE) 

(COND  ((AND  (GREATER . THAN  (AVERAGE  OF  (LIST  (GET. VALUE  PERSON 

'  ADEQUATE  ENV 


I RONMENT 

ROL 

L  PEL 

U£  ’OWN) 

'  OWN  ) 

COMPETENCE 


OS  I  T  ]  VE  ) 

■  Own  i 

value  'Own) 


' VALUE 
'  OWN  ) 

(GET. VALUE  PERSON 

'  I  NO  ORG , CONT 

' VALUE 
'  OWN  ) 

(GET. VALUE  PERSON 

'  INI LRPERSONA 

'  VALUE 
'OWN) ) ) 

POSITIVE) 

(GREATER. THAN  (GET. VALUE  PERSON  'COMM  EFFECTIVENESS  'VAL 
POSITIVE) 

( GREATER .  THAN  (GET. VALUE  PERSON  '  I NTR I  NS IC . REWARD  'VALUE 
POSITIVE) 

(GREATER . THAN  (AVERAGE. OF  (LIST  (GET  VALUE  PERSON 

' PERSONAL  REL 

' VALUE 
'  OWN  ) 

(GET  VALUE  PERSON 

' TEAMWORK 
'  V«u)E 
' OWN  )  )  ) 

POS I T I VE ) 

(GREATER . THAN  (GET  VALUE  PERSON  'TEAMWORK  'VALUE  OWN)  P 
(GREATER  THAN  (GET  VALUE  PERSON  '  I  NO  ORG  CONIROt.  VALUE 
POS ] T | VE ) 

(GREATER  THAN  (GET  VALUE  PERSON  EFFECTIVE  P Afi M C l P A T l ON 
POS I T | VE  ) 

(GREATER  THAN  (AVERAGE  OF  (LIST  (GET  vamiF  PfPC'iN 

■  Uvt  compete 

' VALUE 

'  OWN  i 


v!v;v;Xy*  • 


.  .*  V  X.  Au-I  .  It  ■  It 


(GET  VALUE 


PERSON 
1  INFLUENCE 


EN 


V  I  RONMENT 


'  VALUE 
'  own ) ) ) 

POSITIVE) ) 

(SETQ  NEW  VALUE  (LIST  'Support  Comm  Teamwork" 

(AVERAGE. OF  (LIST  (GET. VALUE 


ONTROL 


ONAL . REL 


ENV  IR 


( PUT  VALUE  PERSON 

' SELF . REAL  I ZAT I  ON 
(CONS  NEW . VALUE 

(GET . VALUE  PERSON 


PERSON 
'  I  NO . ORG  .  C 

' VALUE 
'  OWN  ) 
PERSON 
'  INTERPERS 

' VALUE 
'  OWN  ) 
PERSON 
' PHYSICAL . 

' VALUE 
’OWN) ) ) ) ) 


'SELF  REALIZATION  'VALUE 


(GET . VALUE 


(GET . VALUE 


OWN ) ) ) 


LUE  'OWN))) 


U  E  -OWN))) 


VALUE  'OWN))) 


OWN  )  )  )  ) 


(PUT  VALUE 


(PUT . VALUE 


(PUT  VALUE 


PERSON 
' ACH I EVEMENT 
(CONS  NEW  VALUE 

PERSON 
' EXCELLENCE 
(CONS  NEW  VALUE 

PERSON 

' EFFECTIVENESS 
(CONS  NEW  VALUE 


(GET  VALUE  PERSON  'ACHIEVEMENT  ' VA 


(GET. VALUE  PERSON  'EXCELLENCE  'VAL 


(GET  VALUE  PERSON  'EFFECTIVENESS 


(PUT  VALUE  PERSON 

' SELF . REAL  I ZAT ION 
(CONS  NEW. VALUE 

(GET  VALUE  PERSON 

(T  NIL)))) 


'  SELF . REAL  I ZAT I  ON  'VALUE 


METHOD 
( METHOD ) 

N  I  L 

i ( COMMENT 

'Mutual  t  r  u  3  t  and  support  ( ADEQU A T E .  EN V  I RONMEN T  ,  I  NO  ORG  CONTROL.  INTERPER 
SONAL  REL).  honest  and  open  communications  (COMM. EFFECTIVENESS),  intrinsic  motiva 
t  .  r,  [INTRINSIC  REWARD),  equalization  of  power  (PFRSONAl  RLL  COMPETENCE  )  ,  teumwor 
k  (TEAMWORK),  individual  control  over  methods  (IND.ORG  CONTROL),  meaningful  parti 
c  i  p  a  t  o  n  (EFFECTIVE  PARTICIPATION),  ond  Oidirectional  influence  (TASK  COMPETENCE. 
INFLUENCE  ENVIRONMENT)  are  all  critical  to  individual  growth  (SELF  REALIZATION), 
acn  evement  (ACHIEVEMENT)  excellence  (EXCELLENCE),  ond  organizational  effective 
ness  (EFFECTIVENESS)  (Argyris,  1904.  1971.  1975.  Boss.  1971,  Bennis.  1966.  Katz 

ana  Kahn  1966.  Likert.  1961.  1967,  Mas  I  on .  1  °  6  5  .  1970  McGregor.  I960  1967)  "  ) 


,  ' E  AMWORK  R 2 8 
{  l  AMdO  A  (THISUNIT  PERSON) 

( PROG  N I L 

(COND  ((GREATER  Than  (GET  value  PERSON  Teamwork  'value  ' Own  i  POS  I  T  I 

v  r  > 

(PUT  VALUE  PERSON 

' COHESIVE 

(LIST  "Teamwork"  (GET  VALUE  PERSON  'TEAMWORK  VAIU 
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E  OWN)))) 

(T  NIL)))) 

METHOO 

(METHOD) 

N  i  L 

( (COMMENT 

"Pride  tn  group  effectiveness  (TEAMWORK)  enhances  cohesiveness  (COHESlVENE 
SS)  (Newcombe,  Turner,  and  Converse,  1965)  “ )  )  ) 

(TRUST  SUPERV I SOR . R40 
( LAM8DA  (TH1SUNIT  PERSON) 

(PUT  VALUE  PERSON 

REALIZATION  OF. POTENTIAL 
(LIST  "Trust  Supervisor” 

(CONS  (GET. VALUE  PERSON  'LEADER  SUPER  'VALUE  ’OWN) 

(GET. VALUE  PERSON  'REALIZATION  OF  POTENTIAL  ’VALUE 

■OWN)  )  )  )  ) 

METHOD 

(METHOD) 

N  I  L 

( ( COMMENT 

"Employees  who  trust  their  supervisor  ( LEADER  SUPER )  identify  better  with 
the  organization  ( RE AL I Z AT  I  ON . OF . POTENT  I AL  )  .  (Muchinsky,  1  9  7  7  ).”))) 

( TWO  WAY . COMM  R4 1 
( LAM8DA  (THISUNIT  PERSON) 

(PUT  VALUE  PERSON 

' EFFECTIVENESS 
(LIST  "Two  Way  Comm” 

(CONS  (GET. VALUE  PERSON  ' COMM .  E F F EC T I  V EN E S S  'VALUE  'OWN) 
(GET. VALUE  PERSON  ’EFFECTIVENESS  'VALUE  ’OWN))))) 

METHOD 

(METHOO) 

N  I  L 

( ( COMMENT 

"Greater  organuat  ional  effectiveness  (EFFECTIVENESS)  is  found  when  open, 
two-way  communications  exist  (C OMM  EFFECTIVENESS)  (Rubin.  Goldman,  1  9  68)  “)))) 
(  )  ) 


APPEMMX  IS 


COMPUTER  LISTING  OF  I ND I V I  f)l )AL ‘ . 


This  appendix  lists  the  LISP  computer  code  representing  me 
frames  which  contribute  to  the  class  of  Individuals.  The  member 
slots  of  Individuals  are  inherited  from  the  other  frames  listed. 
The  form  for  a  frame  or  unit  is: 

(Unit  name 

(Creation  and  modification  data) 

Superclasses  list 
Me;. )b or  of  list 
Comment 

Member  slot  list 
Own  slot  list) 

The  form  for  a  slot  is: 

(Slot  name 

Local  value  or  program 
Inheritance  role 
Value  class 
Def aul t  value  1  i st 
Facet  list  or  content) 

The  form  for  a  facet  list  is: 

((Facet  name 

Facet  local  value 
Facet  role)  ...) 


S 


(  I ND I  V  I OUAlS 

(HOLT"  "27-Jan-1987  1244  44"  "HO IT”  " 21-Apr-1937  14  11  17") 

( IND  PERFORMANCE  MEASURES  PERFORMANCE  overall 

IND  PERFORMANCE  CALC 
I  NO . CL  1 MA  T  E  VAR  CALC 
ATT  COMM  EFFECTIVENESS 
ATT  .  I  NO  ORG  CONTROL 
ATT . INTERPERSONAL  REL 
ATT . JOB  EVALUAT ION 
ATT  LEADER. SUPER 
ATT  PERSONAL  NEEDS 
ATT  PHYS I  CAL  .  ENV I R 
ATT  REWARD  SYS 
ATT . STANDARDS  GOALS 
ATT, STRESS 
CLIMATE  VARIABLES 
INTERMEDIATE  VAR  CALC 
INTERMEDIATE  VARIABLES) 

C (CLASSES  GENER ICUN ITS)) 

N  I  L 

( ) 

( ) ) 

(INO  PERFORMANCE  MEASURES 

("HOLT'  11  9  -Mu  r  -  19  8  7  14  20  59  "  "HOLT"  "  9-Mo  r  -  1  9  8  7  1  4  42:32") 

(PERFORMANCE ) 

((Classes  gener icuni ts)  ) 

N  I  L 

((ACHIEVEMENT  NIL  NIL  NIL) 

( EFFECTIVENESS  NIL  NIL  NIL) 

( EFF 1C  1 ENCY  NIL  NIL  NIL) 

( EXCELLENCE  NIL  NIL  NIL) 

(JOB  MOTIVATION  NIL  NIL  NIL  NIL  ((COMMENT  "Hackman  and  Oldham."))) 

(JOB  SATISFACTION  NIL  NIL  NIL) 

(NEED  FULFILLMENT  NIL  NIL  NIL) 

(REALIZATION  OF  POTENTIAL  NIL  NIL  NIL) 

(SELF  REALIZATION  NIL  NIL  NIL)) 

(  )  ) 

( PERFORMANCE  OVERALL 

(  HOLT"  "2-Fet>-1987  18:42:2  3"  "HOLT"  "  1  0 -Ma  r  -  1  9  8  7  9:1  0:35") 

(PERFORMANCE  ) 

( (Classes  gener icuni ts ) ) 

N  I  L 

((ACHIEVEMENT  OVERALL  NIL  NIL  #[-1  l]  NIL  ((CARDINALITY  MAX  (1)))) 
(EFFECTIVENESS  OVERALL  NIL  NIL  #[-l  l)  NIL  ((CARDINALITY  MAX  (!)))) 
(EFFICIENCY  OVERALL  NIL  NIL  f ( -  1  ']  NIL  (  ( C ARD  I NA L  I  T  Y  MA X  (1)))) 

(EXCELLENCE  OVERALL  NIL  NIL  #[-1  lj  NIL  ((CARDINALITY  MAX  (I)))) 

(JOB  MOTIVATION  OVERALL  NIL  NIL  (#{-1  l])  NIL  ((CARDINALITY  MAX  (1)))) 

(JOB  SATISFACTION  OVERALL  NIL  NIL  # ( -  1  1)  NIL  ((CARDINALITY  MAX  (l  )))) 

.need  fulfillment  overall  nil  nil  #(-i  1]  nil  ( ( card  I nal i t  •  max  (i>))> 

realization  or  potential  overall  nil  nil  if  [ - i  i)  nil  ((cardinality  max  (  i  j  j  j 

(SELF  REALIZATION  OVERALL  NIL  NIL  # [ -  I  l]  NIL  (  ( CARD  I NA L 1  T 1  MAX  (l)))l) 


(  I  NO  PERFORMANCE  CALC 

HOLT"  "29-Jan-1987  13  16  35"  "HOLT"  " 24-Feb-1987  15  05  04) 

; PERFORMANCE  CALC) 

J  _AOSEi  GENER I CUNI TS  )  ) 

N  I  v 

,  ,  4  HlfvEMENT  l  A  I  ■;  (  I  a  MB  Da  (  T  m  I  Sun  I  T  i 

(PuT  v  a  I  UE  Till  Sun  I  ' 

aCh I L vEmEN  T  overall 

(AVERAGE  OF  (GET  VALUES  THIS UNIT  'ACHIEVEMENT 

VALUE  '  OWN )  )  >  ) 

METHOD 


(METHOD) ) 

(EFFECTIVENESS  CALC  (LAMBDA  (THISUNIT) 

(PUT  VALUE  THISUNIT 

•  EFFECT  I VENESS  OVERALL 
(AVERAGE. OF  (GET  VALUES  THISUNIT 

'EFFECTIVENESS 
' VALUE 
’OWN) ) ) ) 

METHOD 
(METHOD) ) 

( EFF IC1 ENCY .CALC  (LAMBDA  (THISUNIT) 

(PUT  VALUE  THISUNIT 

' EFF 1C  I ENCY . OVERALL 

(AVERAGE. OF  (GET  VALUES  THISUNIT  ’EFFICIENCY  " 

a  LUE  ’ OWN )  ) ) ) 

METHOD 
(METHOO ) ) 

( EXCELLENCE . CALC  (LAMBDA  (THISUNIT) 

(PUT, VALUE  THISUNIT 

'  EXCELLENCE. OVERALL 

(AVERAGE. OF  (GET. VALUES  THISUNIT  'EXCELLENCE  ■' 

A  LUE  ’ OWN )  ) )  ) 

METHOD 
(METHOD  )  ) 

(JOB  MOTIVATION  CALC  ( LAMBOA  (THISUNIT) 

( PUT  . VALUE  TH I  SUN  I T 

’  JOB  MOT  I  VAT  ION  OVERALL 
(AVERAGE  OF  (GET  VALUES  THISUNIT 

'  JOB  MOT  I  VAT  I  ON 
’  VALUE 
'OWN) ) ) ) 

METHOO 
(METHOD) ) 

(JCS  SATISFACTION  CALC  (LAMBDA  (THISUNIT) 

(PUT  VALUE  THISUNIT 

■JOB  SATISFACTION  OVERALL 
(AVERAGE. OF  (GET  VALUES  THISUNIT 

■JOB  SATISFACTION 

’VALUE 

•OWN)  )  )  ) 

METHOD 
( METHOD) ) 

(NEED  FULFILLMENT  CALC  (LAMBOA  (THISUNIT) 

(PUT. VALUE  THISUNIT 

' NEED . FULF I L LMENT  OVERALL 
(AVERAGE  OF  (GET  VALUES  THISUNIT 

'NEED  FULFILLMENT 
■VALUE 
'  OWN )  )  )  ) 

METHOD 
( METHOO ) ) 

(REALIZATION  OF  POTENTIAL  CALC 
. A  mBOa  ( TH I  SUN  I  T  ) 

,=UT  VALUE  THISUNIT 

■REALIZATION  OF  POTENTIAL  OVERALL 

(Average  ot  (get  values  tmisunit  •realization  of  puteniiai  /al 

E  OWN J ) ) ) 

M  £  7  >-00 

m;  r mod  )  ) 

REALIZATION  calc  (lambda  (THISUNIT) 

i  put  value  tmi sun  i  t 

.  t  l  f  R  E  a  l  I  Z  A  T  1 1 1  n  Overall 
I  A  j  I  R  A  ■  .  F  Of  i  *  >  |  /  A  i  u  I  H  |  ON  1  I 

1  jlli  i't  m  :  z  a  :  i  on 


MET  hod 
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( ) ) 


(METHOD)  )  ) 


(  I  NO  CLIMATE  VAR  CALC 

('HOLT''  "29-Jan-1987  9:04:35''  "HOLT"  "10-Feb-1987  20:2211") 

( C  L I  MATE . CALC ) 

( (classes  genericun its)) 

N  I  L 

(  (COMM  EFFECT  I VENESS  CALC 
( LAMBDA  (THISUNIT) 

(PUT. VALUE  iHISUNIT 

•COMM  EFFECTIVENESS 
(AVERAGE. OF  (LOOP  FOR 
ATTR 
IN 

(UNI TSLOTNAMES  'ATT  COMM  E F F EC T I VENE S S  'MEMBE 

R) 

COLLECT 

(GET  VALUE  THISUNIT  ATTR  ’VALUE  'OWN))))) 

METHOD 

METHOO) 

(  I  NO . ORG . CONTROL  CALC  (LAMBDA  (THISUNIT) 

(PUT. VALUE  THISUNIT 

' I ND . ORG . CONTROL 
(AVERAGE. OF  (LOOP  FOR 
ATTR 
I  N 

( UN  I TSLOTNAMES  'ATT  1 ND 

ORG  CONTROL 


' MEMBER ) 

COLLECT 

(GET  VALUE  TH I  SUN  I  T 
A  T  I  R 
'VALUE 
' OWN ) ) ) ) ) 

METHOO 

METHOD) 

( INTERPERSONAL . REL . CALC 
(LAMBDA  (THISUNIT) 

(PUT  VALUE  THISUNIT 

' INTERPERSONAL . REL 
(AVERAGE. OF  (LOOP  FOR 
ATTR 
IN 

(UNI TSLOTNAMES  'ATT  INTERPERSONAL  REL  'MEMBER 

) 

COLLECT 

(GET  VALUE  THISUNIT  ATTR  'VALUE  'OWN))))) 

METHOD 
METHOD ) 

(job  evaluation. calc  (lambda  (thisunit) 

(PUT  value  thisunit 

' JOB  EVALUAT I  ON 
(AVERAGE  OF  (LOOP  FOR 
ATTR 


I  N 

(UNI TSLOTNAMES  All  JOB  E 

VALUATION 


■MEMBER  ) 

COLLECT 

(GET  VALUE  TH I  SUN  I  T 
ATTR 
'  value 
•  Own  ))))-, 

MET  HOD 
METHOD) 

LEADER  SUPER  C AlC  ( LAMBDA  (THISUNIT) 


(PUT  VALUE  THISUNIT 

' LEADER . SUPER 
(AVERAGE  OF  (LOOP  FOR 
AT  TR 


(UN  I TSLOTNAMES  ’ATT  LEADER 


' MEMBER) 

COLLECT 

(GET. VALUE  THISUNIT  ATTR  'V 

ALUE  ’OWN))))) 

METHOD 
METHOD ) 

( PERSONAL . NEEDS . CALC  ( LAMBOA  (THISUNIT) 

(PUT. VALUE  THISUNIT 

’ PERSONAL . NEEDS 
(AVERAGE. OF  (LOOP  FOR 
ATTR 
IN 

(UNI TSLOTNAMES  'ATT  PERSO 

NAL . NEEDS 

' MEMBER ) 

COLLECT 

(GET  VALUE  THISUNIT 
ATTR 


METHOD 
METHOD ) 

(PHYS ICAL . ENV IR  CALC  (LAMBOA  (THISUNIT) 

(PUT. VALUE  THISUNIT 

' PHYS I  CAL .  ENV IR 
(AVERAGE. OF  (LOOP  FOR 
ATTR 


'VALUE 
’OWN) ) ) ) ) 


(UNI TSLOTNAMES  'ATT  PHYSI 

CAL  ENVIR 

' MEMBER ) 

COLLECT 

(GET  VALUE  TH I  SUN  I  I 
A  T  T  k 
'  V  A  1  U  E 
'  OWN  )  )  )  )  ) 

METHOO 

METHOD) 

(REWARD  SYS. CALC  (LAMBDA  (THISUNIT) 

( °UT  VALUE  THISUNIT 

' REWARD . SYS 
(AVERAGE  OF  (LOOP  FOR 
ATTR 
I  N 

( UN  I TSLOTNAMES  'ATT  REWARD  ST 

S  MEMBER) 

COLLECT 

(GET  VALUE  THISUNIT  ATTR  val 

UE  OWN))))) 

METHOD 
METHOD ) 

STANDARDS  GOALS  CAlC  (LAMBDA  (THISUNIT) 

(PUT  VAL  U £  T  H I  SUN  I  T 

STANDARDS  COALS 
( AVERAGE  OF  ( LOOP  FOR 
a  1  T  P 
I  N 

( UN |  T  S  LOTNAME  S  AT'  i T  AN 


ARDS  GOALS 


M  L  M  0  t  f* 


(STRESS . CALC 


R) 


OWN )  )  )  )  ) 


()) 


COLLECT 

(GET  VALUE  THISUNIT 
AT  TR 
’ VALUE 
’OWN) ) ) ) ) 

METHOD 
METHOD ) 

(LAMBDA  (THISUNIT) 

(PUT. VALUE  THISUNIT 
'STRESS 

(AVERAGE. OF  (LOOP  FOR 
A  T  TR 
IN 

(UNI TSLOTNAMES  'ATT  STRESS  MEMBE 
COLLECT 

(GET  VALUE  THISUNIT  ATTR  'VALUE  ' 


METHOD 
METHOD) ) 


(ATTRIBUTES 

("HOLT"  "27-Jan-1987  1  1.54.06"  "HOLT"  " 27 - J a  n- 1 987  11  59.52") 

N  I  L 

((CLASSES  GENERICUNITS)  ) 

Nl  L 

(  ) 

()) 

( ATT . COMM. EFFECTIVENESS 

("HOLT"  "20-Jan-1987  13:17:17"  "HOLT"  "9-Feb-1987  21:49:19") 

(ATTRIBUTES) 

(  (CLASSES  GENERICUNITS)  ) 

N  I  L 

( ( ACCURATE  COMM 
N  I  L 
N  I  L 

*1-1  11 

N  I  L 

((CARDINALITY  max  (I))  (COMMENT  “ Directions  and  instructions  received  are  oc 

curate  "  )  )  ) 

( ANSWERS . AVA I L  NIL  NIL  |[-t  ']  NIL  ((CARDINALITY  MAX  (1))  (COMMENT  "Easy  to  g 

et  answers."))) 

(AVAIL  INFO  NIL 
N  I  L 

'1 

N  I  L 

( ( CARD  I NAL I TY . MAX  (1))  (COMMENT  "Into  ovoilable  when  needed  ”  )  )  ) 

I  BEL  I EVABLE  COMM  N  I  L 
N  I  L 

#[-1  '  ] 

N  1  L 

((CARDINALITY  MAX  (I))  (COMMENT  (“Can  believe  who  t  I  near  ob 

out  jab  "  )  )  )  ) 

(CONVINCING  N i L  NIL  # [ -  1  t]  NIL  ( ( C A R D I N A L I T Y . M A  X  (1))  (COMMENT  "I  can  convin 
c  e  o  t  n  e  r  s  “  )  )  ) 

CORRESP  TIMELY  NIL 
N  I  L 

11  1  1  I 

N  I  L 

((CARDINALITY  MAX  (  t  )  )  (C  OMME  N  T  "Coorespon  dance  and  reports  a 

re  or  time  " ) ) ) 

>'iLLlJOM  uf  Sf-’  Uv.H  NIL 
N  I  L 

#1-'  'l 

n  :  l 


uVLv-.,‘J 


((CARDINALITY  MAX  (I))  (COMMENT  "Can  criticize  openly.")); 
( INFLUENCE . OTHERS  NIL 
N  1  L 

#[-1  1] 

NIL 

((CARDINALITY. MAX  (I))  (COMMENT  "When  I  talk  people  listen 

■■))) 

( INFO. AVAIL  N I L 
N  I  L 

#M  1] 

N  I  L 

(  ( CARO  I NAL 1 TY . MAX  (1))  (COMMENT  "Can  find  into  it  needed  ."))) 

OPEN . COMMUN I C AT  I ONS 

NIL 

NIL 

#m  n 

N  I  L 

((CARDINALITY  MAX  (1))  ( COMMENT  "Con  discuss  anything  about  job  with  supervi 

so  r  "  )  )  ) 

{ REPORTS . T IMEIY  NIL 
N  I  L 

K-i  1 1 

N  1  L 

((CARDINALITY.MAX  (1)}  (COMMENT  "Routine  paperwork  gets  done. 


(SATISFIED. COMM  N I L 
N  I  L 

#M  U 

N  1  L 

((CARDINALITY.MAX  (1))  (COMMENT  "Happy  with  the  way  I  get  int 

o  .'•)))  ) 


(ATT  INO  ORG  CONTROL 

("HOLT"  "20-Jon-l 987  11  35:40"  "HOLT"  "9-Feb-1987  20:36:58") 
(ATTRIBUTES) 

(  (CLASSES  GENER 1  CUN  ITS)  ) 


( (BELONGING 
N  I  L 
N  1  L 

f [-’  !] 

N  1  L 

(  (CARD  I NAL I TY  MAX  (1))  (COMMENT  "Secrist.  McNee.  Paden  1  983  Feeling  of  bel 
ong i ng  " ) ) ) 

( FA  I RNESS 
N  I  L 
N  I  L 

#[-'  n 

N  I  L 

((CARDINALITY  MAX  (I))  (COMMENT  'Sscnst,  McNee.  Paden  1983  Suggestions  co 
nsidered  "))) 

t  LEVEL  SUP  E  R V  I S I  ON 
N  I  L 
N  I  l 

*1-'  1  ) 

N  I  L 

I  ! CARD] NAL I T  r  max  (  1  ) ) 

I  COMMENT  'Secrist.  McNee.  Paden  1983  Closeness  of  supervision  Reverse  me 
dSu  I  e  '  i  )  ) 

i MANAGEMENT  RESPONS 


#(-'  ' 1 
N  I  L 

(CARDINALITY  MAX  (1)1 


(COMMENT  "  Sec  fist,  McNee,  Paden  1983.  Responsive  to  suggestions."))) 
(management  support 
n  1 1 

N  I  L 

#(-i  '] 

N  I  L 

( ( C ARO I N A L I T Y  MAX  (1))  (COMMENT  "Secrist.  McNee,  Poden  1983.  Boss  bocks  him 

up  "  )  )  ) 

(OPEN  EXPRESSION 
N  I  L 
N  I  L 

#1-'  '] 

N  I  L 

(  (CARD  I NAL I TY . MAX  (I))  (COMMENT  "Secrist,  McNee,  Poden  1983  Express  (eelin 
g  s  freely.'))) 

(PARTICIPATION. DECISIONS 
N  I  L 
N  I  L 

#M  ') 

N  I  L 

( (CARDINALITY  MAX  (1)) 

( COMM  £  N  T  "Secrist,  McNee.  Paden  1983.  Chance  to  part,  in  job  related  dec i s 
ions  "  ) )  ) 

(PART  IC IPAT I  ON . POLICY 
N  I  L 
N  I  L 

it-'  '1 

N  ]  L 

( (CARDINALITY  MAX  (1)) 

(COMMENT  "Secrist.  McNee.  Paden  1983.  Chance  to  part,  in  forming  policy  ") 

)) 

(PERSONA!  JU0GEMENT 
NIL 
NI  L 

it-'  ') 

N  1  L 

( (CARD  INAL  I TY  MAX  (  1  )  ) 

(COMMENT  "Secrist.  McNee.  Paden  1983.  Chance  to  use  own  judgement.  Revers 
e  measure."))) 

(RESTRICTIONS 
N  I  L 
N  I  L 

it-'  ') 

N  1  L 

(  ( CARO  I NAL I  TV . MAX  (  1  ) ) 

( COMMENT 

"Secrist,  McNee.  Paden  1983  Regulations  and  procedures  too  restrictive 
Reverse  measure  "))) 

( TRUST 
N  I  L 
N  I  L 

it-'  ') 

N  1  L 

(  I  CARD  I NAL I  T Y  . MAX  (  1  )  ) 

(COMMENT  "Secrist,  McNee,  Paden  1983  Boss  trusts  to  do  good  job  ")))) 


ATT  INTERPERSONAL  REL 

i  hClT"  20-uan-1987  13:12  16"  "HOLT"  "9-Feb-1987  20  46  51") 

I  A  I  I  R  |  bu ! ES ) 

i  | CLASSES  GENER 1  CUN  1 TS)  ) 

,  (  ■  AR  f  nr  PE  OP  I  f 


it-'  'J 
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N  I  L 

(  (CARO  INAL  I  TY  MAX  (  1  )  ) 

(COMMENT  "Sec  r  i  st  ,  McNee.  Potien  1983 
(COMPLAINTS 
N  I  L 
N  I  L 

#[-'  '] 

N  I  L 

(  (CAR0INAL1 TY  MAX  ( 1  )  ) 

(COMMENT  "Sec  r i  st  ,  McNee,  Paden  1983 

))) 

(DESIRE. CHANCE 
N  I  L 
N  I  L 

#[-I  I] 

N  I  L 

( (CARDINALITY  MAX  (1)) 

(COMMENT  "Sec  r i st  .  McNee.  Paden  1  983. 
eosur e .  "  )) ) 

(DISSATISFACTION 
N  I  L 
Nl  L 

#  [  -  1  'I 

N  I  L 

(  (CARO  INAL  I TY  MAX  (  1  )  ) 

(COMMENT  "Seer  ,  at  ,  McNee,  Paden  1983. 
a  s  u  r  e  .  "  )  )  ) 

( ENJOYMENT 
Nl  L 
N  I  L 

tl~  1  '1 

Nl  L 

(  (CARD  I NAL I TY  MAX  (  1  )  ) 

(COMMENT  "Sec  r i  s  t ,  McNee,  Paden  1983. 

/  )  ) 

(GET  ALONG 
N  (  L 
N  1  L 

#[-'  ’] 

N  I  L 

(  (CARD  INAL  I TY  MAX  (  1  )  ) 

(COMMENT  "Sec  r i it  ,  McNee,  Paden  1983. 
(GROUP  COORD 
N  I  L 
N  I  L 

#M  >1 

N  1  L 

(  (CARDINAL  I  TY  MAX  (  1  )  ) 

(COMMENT  "Sec  r i st ,  McNee,  Paden  1983 
( GROUP . PLEASURE 
N  I  L 
N  I  L 

#1-1  'I 

N  I  L 

f 'Cardinal i ty  max  ( i ) ) 

(COMMENT  "Seer » si.  WcN««  ,  Paden  T9S3 
se  measure  " )  )  ) 

MANAGEMENT  CONCERN 
n  |  L 
N  I  L 

#(  - '  '  ! 

N  ]  L 

CARDINALITY  max  (  \  )  \ 

i  l.  t;UML  N  I  n  ji  McNee  .  Paden  190J 

t  )  )  ) 

( Quarrel 

n  I  L 


Group  takes  core  of  people."))) 


Workers  complain  Reverse  measure" 


Desire  to  be  t  ransf erred  ,  Reverse  m 


Dissatisfied  with  group.  Reverse  me 


Enjoy  working  with  people  in  group 


Members  of  group  get  a  long  "))) 


Group  works  os  coord,  team  “  )  )  ; 


Group  pleasure  in  doing  work  Re*er 


Management  concerned  with  environmen 


N  1  L 

#[-'  ') 

N  1  L 

( ( C  ARO I N A  L I TY  MAX  (  1  )) 

(COMMENT 

"Sec  fist,  McNee,  Poden  1983  Members  quarrel  and  hove  bod  feelings  Reve 
rse  measure  ''))) 

( TENSION 
N  1  L 
N  I  L 

#[-■  ’) 

Nl  L 

( (CARDINALITY  MAX  (  1  )  ) 

(COMMENT 

"Seer i si ,  McNee,  Poden  1983.  Tensions  interfere  with  group.  Reverse  meas 
u  r  e  .  "  )  )  ) 

(UNCOOPERATIVE 
N  I  L 
N  I  L 

#(-l  1] 

N  I  L 

(  (CARDINALITY  MAX  ( 1  )  ) 

(COMMENT 

"Secrist.  McNee,  Paden  1983.  Un c oo p e r a t i v e  members  of  group.  Reverse  mea 
sure")))) 

()) 


(ATT  JOB  EVALUATION 

("HOLT"  '' 20- Jan- 1  987  1  3:1  7.42"  ''HOLT'  "9-Feb-1987  21  59  0  1") 

( ATTRIBUTES) 

((CLASSES  GENER ICUNI TS)  ) 

NIL 

( (BREADTH . S IGN I PICANCE 
N  I  L 
N  I  L 

#1-1  'I 

N  I  L 

(  (CARDINALITY  MAX  (  1  )) 

(COMMENT  "Hackman ,  Oldham  1980  Lots  of  people  affected  by  my  work."))) 
(ENJOY . CHALLENGE 
N  I  L 
N  I  L 

>  1 

N  I  L 

((CARDINALITY  MAX  (  1  )  )  (COMMENT  "Hackman.  Oldham  I960  Enjoy  challenge  of  * 
0  r  k  "  )  )  ) 

( GROWTH 
N  I  L 
N  I  L 

#(-'  ') 

N  I  L 

((CARDINALITY  MAX  (  1  )  ) 

(COMMENT  "Hackman.  Oldham  1980  Satisfied  with  personal  growth  and  develop 

m  e  n  I  '  )  i  ) 

(INDEPENDENT  THOUGHT 

N  I  L 
N  I  L 

if  1  H 

N  I  L 

((CARDINALITY  MAX  (  I)  ) 
i  COMMENT  “  Hackman  Oldham  1980 

( meaningful  NORf 

N  I  v 

n  I  u 

It-’  ’1 

N  I  L 


Have  independent  though 


n  work  ‘III 


'»W»W  ■HUIIM1IUI 
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((CARDINALITY  max  (I))  (COMMENT  "Hockmon,  Oldham  I980  Work  meaningful  to  m 
-’■))) 

(PERSONAL  accomplishment 

N  I  L 
N  I  L 

#[->  1] 

N  I  L 

(  ( CARD  I NAL I TY . MAX  (1))  (COMMENT  “Hackman.  Oldham  1980  Feel  worthwhile  occo 
mplishment.")))  c  ° 

(REPETITIVE 
N  I  L 
N  1  L 

IE-i  i] 

N  I  L 

((CARDINALITY. MAX  (1)) 

(COMMENT  'Hackman.  Oldham  1980.  Job  is  simple  and  repetitive.  Reverse  into 
sure"))) 

(SELF . FEEDBACK 
N  I  L 
N  I  L 

#[-1  1] 

N  I  L 

( ( C ARD I NAL I T Y  MAX  (1))  (COMMENT  “Hackman,  Oldham  1980  Can  examine  work  fnr 
feedback."))) 

(SKILL. VAR  I ETY 
N  I  L 
N  1  L 

#M  '1 

N  I  L 

(  (CARDINAL  I TY . MAX  (1))  (COMMENT  “Hockmon.  Oldham  1980  Requires  many  differ 
ent  skills."))) 

(STIMULATING . WORK 
N  I  L 
N  I  L 

#M  1] 

N  I  L 

(  (CARDINAL  I  TY  MAX  (  1  )  ) 

( COMMENT 

'Hackman.  Oldham  1980.  Work  is  stimulating  ond  challenging  Reverse  meas 
u  r  e  “  )  )  ) 

(  TASK  .  [DENT  1 TY 
N  I  L 
N  I  L 

11-1  '1 

N  I  L 

l  I.CAR0INAL1  TY  MAX  (  1  )  ) 

(COMMENT  “Hackman.  Oldham  1980.  I  take  cred.t  or  blame  for  my  work  ••  )  )  ) 

(  TASK  .  SIGNI F I CANCE 
N  I  L 
N  I  L 

#[-'  '] 

N  i  L 

(  1  CARDINAL  1 TY  MAX  (  1  ) ) 

(COMMENT  'Hackman,  Oldham  t980  Poor  work  con  cause  lots  of  problems  “ )  I  I 
(TRIVIAL  WORK 
N  I  L 
N  I  L 

H  -i  1 1 

N  i  L 

('CARDINALITY  MAX  (  I  )  ) 

(COMMENT  "Hackman  Oldham  1980  Work  seems  trivial  ana  useless  Reverse 
measure  ) ) ) ) 


■ATT  LEADER  super 

holt-  20-jan-1987  13  16  21  “HOL  T'  '9-Feb-'T87  21  0;  24 


i: 


KvS-iv?:*: 
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(attributes) 

((classes  cener icuni  ts)  ) 

H  I  L 

((SUP  ACCEPTANCE 
N  I  L 
N  I  L 

#1-1  '1 
N  I  L 

( (CARDINALITY  MAX  ( 1  )  ) 

(COMMENT  "Seer  i  st  ,  McNee,  Paden  t983  Supervisor  accepts  me  for  what  I  am 

"  )  )  ) 

( SUP . APPREC I  AT  I VE 
N  I  L 
N  I  L 

#[-1  1] 

N  1  L 

(  (CARD  INAL  I TY . MAX  (1)) 

(COMMENT  "Secrist,  McNee.  Paden  1983.  Supervisor  appreciates  the  work  I  do 

.'))) 

(SUP. CONFIDENT 
N  I  L 
NIL 

#1-1  1] 

N  1  L 

(  (CARO  INAL  I TT  MAX  (  1  )  ) 

( COMMENT  "Secrist.  McNee,  Paden  1983  Supervisor  is  confident  of  his  abili 
ty  "))) 

( SUP . CONSIDERATE 
NIL 
NIL 

#1-1  1] 

N  I  L 

((CARDINALITY  MAX  (1)) 

(COMMENT  "Secrist.  McNee,  Paden  1983  Supervisor  is  considerate  "))) 

(SUP . CON V  I NC I NG 
NIL 
N  I  L 

#1-1  1] 

N  I  L 

((CARDINALITY  MAX  (I))  (COMMENT  "Secrist.  McNee.  Paden  1983.  Supervisor  is 
convincing"))) 

(SUP  COOPERATIVE 
N  I  L 
N  I  L 

#(-'  '] 

N  I  L 

(  (CARD  I NAL I  T  Y  MAX  (  1  )  ) 

(COMMENT  "Secrist.  McNee,  Paden  1983.  Supervisor  is  cooperative  "))) 

(SUP  DEC  I S I VE 
N  I  L 
N  I  L 

#[-'  1) 

N  I  L 

(  (  CARD  I NAL  I  TY  MAX  (  1  )  ) 

(COMMENT  "Secrist,  McNee.  Padeo  1983  Supervisor  mokes  decisions  easily  "  ) 

)  ) 

(SUP  EFFECTIVE 
N  1  L 

n  i  l 

1) 

N  I  L 

(  !  CARDINAL]  T  1  MAX  (1)) 

;  C  3  M  M  E  N  T  'Sec  n  s  I  .  McNee.  Paden  1983  Supervisor  niows  what  job  needs  to  t> 
p  4  n  «*  'll) 

joP  EFFICIENT 
N  I  L 
N  |  u 


/ 

#■,  *  . 

f.’s.'t.'K 


#1-1  '] 

N  !  I 

( (CARDINAL! TY  MAX  ( 1 ) ) 

( COMMENT  "Secrist,  McNee.  Poden  1983.  Supervisor  does  not  «v  a  s  t  e  timemoter 
o  l  s  .  “  )  )  ) 

(SUP  ENCOURAGING 
N  I  L 
N  I  L 

#1-1  ') 

N  I  L 

( (CARDINALITY  MAX  ( 1 )) 

(COMMENT  "Secrist,  McNee,  Poden  1983.  Supervisor  is  e n c o u r o 9 i n g  .  "  )  )  ) 

(SUP  FAIR 
N  I  L 
N  I  L 

#m  i] 

N  I  L 

((CARDINALITY  MAX  (1))  (COMMENT  "Secrist,  McNee.  Poden  1983.  Supervisor  is 
fair"))) 

( SUP  HELPFUL 
NIL 
NIL 

#M  '] 

N  I  L 

(  (CARD  INAL  I TY  MAX  (1))  (COMMENT  "Secrist.  McNee.  Poden  1983.  Supervisor  is 

helpful  "  ) ) ) 

( SUP . IMAG1NAT 1 VE 
N  I  L 
N  I  L 

#1-1  ’I 

N  I  L 

( (CARDINAL1 TY  MAX  (1))  (COMMENT  "Secrist,  McNee,  Poden  1983  Supervisor  is 
creative''))) 

( SUP  LEADER 
N  I  L 
N1  L 

#M  1] 

N  I  L 

(  (CARDINAL  I TY  . MAX  (1))  (COMMENT  "Secrist.  McNee.  Poden  1983  Supervisor  is 
o  leader."))) 

(SUP  PRODUCTIVE 
N  I  L 
Nl  L 

#[-1  1] 

N  1  L 

(  (CARDINAL  I T  Y  MAX  (  1  )  ) 

(COMMENT  "Secrist,  McNee,  Poden  1983.  Supervisor  gets  the  right  jobs  done 

"  )  )  ) 

(SUP  SUPPORTIVE 
N  I  L 
N  I  L 

#M  '] 

N  I  L 

((CARDINALITY  max  (  1  )  I  (COMMENT  "Secrist.  McNee.  Poden  1983  Supervisor  su 
ports  me  " ) J ) ) 

(  >  i 


(ATT  PERSONAL  NEEDS 

;  not  <  -2B-Juri  198  7  13  16  5  5"  "HOLT"  "  9  -  F  e  b-  I  9  8  7  21  19  57") 

!  a  T  T  R i &UT  ES  ) 

;  ; C v  ASSES  GENER 1  CUN  I TS  )  ) 

N  I  L 

, .NEED  FOR  advancement 

N  I  L 
N  I  L 

#1-1  1] 


uwua  Lii  u 


NIL 

((CARDINALITY  MAX  (I))  (COMMENTS  "Secrist,  McNte ,  Paden  1983  1  want  To  odv 

once . " ) ) ) 

( NEED . E  OR  CHALLENGE 
N  I  L 
N  I  L 

#1-1  '} 

N  I  L 

((CARDINALITY  MAX  (I))  (COMMENTS  "Secrist,  McNee,  Pod«n  I98J.  I  wont  more  c 
hallenge."))) 

(NEED . FOR  COMPETENCE 
N  I  L 
N  I  L 

*[-l  1] 

Nl  L 

( ( CARD  INAL  I TY  MAX  ( 1  )  ) 

(COMMENTS  "Secrist.  McNee.  Paden  1983.  1  want  to  be  considered  competent") 

)) 

(NEED. FOR  COMPLIMENTS 
NI  L 
NI  L 

*[- 1  1] 

N  I  L 

( (cardinality  max  ( i ) ) 

( COMMENT S  "Secrist ,  McNee.  Paden  1983.  I  want  more  compliments  and  recogni 

t  >  on . "  )  ) ) 

(NEED  FOR  DIFFICULT. WORK 
N  I  L 
N  I  L 

#M  >1 

Nl  L 

( (CARDINAL  I TY  MAX  ( 1  )  ) 

(COMMENTS  "Secrist.  McNee,  Paden  1983.  I  want  more  difficult  work."))) 

( NEED . FOR . FEEDBACK 
N  I  L 
N  I  L 

#(-t  '} 

N  1  L 

(  ( CARD  I NAL I TY  MAX  ( 1  ) ) 

(COMMENTS  "Hackman,  Oldham  1980  I  want  more  teed  bock  about  how  l  m  doing 

.  ■)) ) 

( NEED . FOR  IMPRESSION 
Nl  L 
N  I  L 

!(-'  >1 

N  I  L 

(  (CARD  1 NAL I TY  MAX  (  I  )  ) 

(COMMENTS  "Secrist .  McNee.  Paden  1983  I  went  lo  make  a  good  impression") 

)  ) 

(NEED  FOR  INFLUENCE 

N  I  L 
N  I  u 

#M  '] 

N  I  L 

(  (CARD  I NAL I  TY  MAX  (  1  )  ) 

^  C  OMME  NTS  "Sec  r  i  5  t  .  McNee,  Paden  1983  I  wont  to  influence  my  super,  iscrs 

"  I  :  ) 

( NEED  FOR  INVOLVEMENT 

N  I  L. 

#  ( - 1  >1 
f*  S  L 

t  ,  ; ARD  I  NA  L  I  T  Y  MAX  (  1  )  ) 

(  ”  v‘  MM  ENTS  '  S  e  ■  r  si.  M  <_  N  e  e  Paden  19  8  1  l  want  tvj  be  m  u  «  e  involved  w  i  l  n  my 

*  .>•>■  ■  !  > 

(  n  E  EG  FOR  J  08  SECURITY 

^  I  e. 


.'*/  */  *.*  ’»*!"►* 
-  •»  *.  % 


‘  ■  ■  :  c 
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NIL 

#(->  '] 

N  I  L 

(  ( CARO  I NAL I TY  MAX  (  1  )  ) 

(COMMENTS  “Seer i st  ,  McNee ,  Paden  1983.  I  wont  more  job  security  "))) 

(NEED . FOR . LESS  SUPERVISION 
N  1  L 
N  I  L 

#l-i  '] 

N  I  L 

((CARDINALITY  MAX  (1))  (COMMENTS  "Secrist.  McNee.  Paden  1903  I  want  less  s 
upervinon"))) 

(NEED  E  OR . PAY  TIME 
N  I  L 
NIL 

#1-1  1] 

N  I  L 

((CARDINALITY  MAX  (1)) 

(COMMENTS  "Secrist,  McNee,  Paden  1983.  I  « a n t  better  pay  or  more  time  off. 

"))) 

(NEED  TOR. PERFORMANCE 
NI  L 
N  I  L 

#1-1  1) 

N  I  L 

{  (CARD  I NAL 1  T Y  MAX  (  1  >  ) 

(COMMENTS  "Secrist,  McNee.  Paden  1983.  I  wont  better  performance  ratings 

))) 

(NEED  FOR . PROMOT ION 
N  I  L 
N  I  L 

#1-1  1] 

N  1  L 

(  (CARD  I NALI  TY ,  MAX  (  1  )  ) 

(COMMENTS  "Secrist.  McNee.  Poden  1983  I  want  foster  promotions  "))) 

(nEEO  FOR  RESPONS 
n  1  L 
NI  L 

1) 

N  I  L 

(  (CARD  I NAL I TY . MAX  (  1 )  ) 

(COMMENTS  "Secrist,  McNee.  Paden  1983.  I  want  more  responsiblity  "))) 

(NEEO  FOR. SELF  CONTROL 
N  I  L 
N  I  L 

#1-1  1] 

N  I  L 

((CARDINALITY  MAX  (  1  )  ) 

(COMMENTS  "Secrist,  McNee,  Paden  1983  I  wont  more  control  over  my  work  " J 

)  / 

(NEED  FOR. VOLUME 
N  1  L 
N  I  L 

#[-'  1) 

N  I  L 

.(CARDINALITY  MAX  (1))  (COMMENTS  "Secrist.  McNee.  Paden  1983  I  want  to  do 
more  work  ")))) 

I  I  i 


ATT  P  H  r  ~  j  c  A  L  ENV  I  R 

(  hO.T-  " 20-j an- 1 987  13  18  10"  "HOLT"  9-Feb-198?  22  06  10") 
I  A  T  T  R  1  BUT  ES ) 

\  i  i  *S:,ES  CENER  I  CUN  ITS)) 

N  I 

I  (  ADD  I  T  I ONA  L  ECU  1  PMENT 

N  I  _ 


NIL 

#M  '1 

N  1  L 

((CARDINALITY  WAX  (I))  (COMMENT  "If  needed  to  improve  work,  equipment  is  ovo 
liable  "  )  )  ) 

( ADD  I  T I ONA  L  MONEY 
N  I  L 
N  I  L 

#M  '1 

N  I  L 

((CARDINALITY  MAX  (1))  (COMMENT  "If  needed  to  improve  work,  money  is  oval  lob 

I  e  "  )  J  ) 

( ADEQUATE , MONEY  NIL 
NIL 

#[-«  1] 

N  I  L 

( ( CARD  I NAL l T Y  MAX  (1))  (COMMENT  "Seems  to  be  enough  money  to 

do  work."))) 

(ADEQUATE . WORK  SPACE 
NIL 
N  I  L 

#t-1  1] 

N  I  L 

((CARDINALITY  MAX  ( 1 ) )  (COMMENT  "Facilities  ore  adequate  tor  work  assigned." 

) ) ) 

(ADJUST ABLE. SURROUND  I NGS 
N  I  L 
N  I  L 

#[-»  1) 

N  I  L 

((CARDINALITY  MAX  (I))  (COMMENT  "Con  adjust  oppearence  and  orrongement  of  su 
rroungings  "))) 

(APPROPRIATE  PLACE  NIL 
N  I  L 

11-1  <1 

N  1  L 

((CARDINALITYMAX  (  1  )  )  ( C  OMMEN  T  "Work  site  is  appropriate 

for  work, " ) ) ) 

(AVAIL. MONEY  NIL 
N  I  L 

#i-i  '] 

N  I  L 

{(CARDINALITY  MAX  {  1  )  )  (COMMENT  "Money  is  available  for  special 

needs  "  )  )  ) 

( CORRECT  EOU IP  NIL 
N  I  L 

#  t -1  'I 

N  I  L 

((CARDINALITY  MAX  (  1  )  )  ( COMM  EN T  "Right  kind  of  equipment  is  av 

j  i  i  o  b  i  e  "  )  )  ) 

(Enough  equipment  nil 
N  I  L 

lt-1  '] 

N  I  L 

((CARDINALITYMAX  (1))  (COMMENT  "Enough  equipment  is  ovaiia 

&  »  e  "  )  )  ) 

:  l J  -  j  I  P  M  E  M T  USE  NIL 
N  I  L 

II-'  '  1 

N  I  L 

(  I  CARDINALITY  MAX  (:))  (COMMENT  "Con  influence  way  equipment  t 

s  u  5  e  i  )  )  ) 

-  f  l.  E  *  A  a  L  E  SURROuNOINGS 
N  i  l 

m  ->  >  i 


vv:v:v:v:v:v:v>>>^ 


>  --  ,-V 


((CARDINALITY  MAX  (1))  (COMMENT  "Con  r e o r r o n g •  «ork  ipsca  il  dan  red."))) 

(  I NF LUENCE  SPEND  I NG  NIL 
N  1  L 

#1-1  ’1 

N  i  L 

( (CARD ! NAL I TY . MAX  (1))  (COMMENT  "Con  influence  way  money 

is  spent.")))) 

O) 


(ATT  REWARD. SYS 

('HOLT"  "20-Jon-l 987  13  1633”  "HOLT"  "9-Feb-1987  21.14.09") 

( AT  TR 1 8UTES  ) 

((CLASSES  GENER ICUN I TS  )  ) 

N  I  L 

( ( ADVANCEMENT 
N  I  L 
N  I  L 

#i-i  n 

N  1  L 

(  (CARDINAL! TY  MAX  ( 1  )  ) 

(COMMENT  "Secrist,  McNee,  Paden  1983.  Good  work  gives  chance  to  odvonce")) 

) 

( CHALLENG I NG . WORK 
N  1  l 
N  I  L 

#M  <1 

N  I  L 

(  (CARD  I NAL I  TY  MAX  (  1  )  ) 

( C  OMMEN  T  "Secrist.  McNee.  Paden  1983  Good  work  give  more  challenging  work 

•’  )  )  ) 

(COMPETENT 

N  I  L 
N  I  L 

'I 

N  I  L 

(  (CAROINAL  I  TY  MAX  (  1  )  ) 

(COMMENT  "Secrist,  McNee.  Paden  1983  Good  work  means  being  considered  com 
pe  t  en  t  "  )  )  ) 

( COMPL IMENTS 
N  1  L 
N  I  L 

#[ -1  1] 

N  I  L 

(  (CARD  1 NAL I TY  MAX  (  1  )  ) 

(COMMENT  "Secrist.  McNee.  Paden  198J  Good  work  earns  compliments  and  reco 
9  n  »  t  i  o  n  '  )  )  ) 

(DIFFICULT  WORK  REWARD 
N  I  L 
N  I  L 

#M  O 

N  I  L 

t  ; CARD [NAL  I  T  r  max  (  l  )  ) 

r  comment 

"Sec  r i s I  McNee.  Paden  1983  Good  work  earns  assignment  of  more  difficult 

*  i  r  .  '  )  )  ) 

TEE  DBACK 
N  i  l 

N  I  L 

i(  - 1  i ) 

I  ,  A  R  D  1  N  A  L  1  T  >  max  (III 

,Mlt  N  T  m  a  c  k  m  o  n  o  l  d  n  o  m  '98tl  SupeuHOf  lets  me  know  how  1  m  i*.  1 1 .  -  r 
;  jkClUr  E  E  E  D  B  A  C  k 
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#[-»  '1 

Ml  V. 

( (CARDINAL! TY  MAX  ( 1 ) ) 

(COMMENT  "Hackman,  Oldhom  1980.  In  group,  people  know  how  well  (hey  are  do 
' ng  " ) ) ) 

( IMPRESSIVE . WORK 
N  1  L 
N  I  L 

#[- 1  1] 

N  I  L 

(  (CARO  I NAL I TY , MAX  ( 1  ) ) 

(COMMENT  "Seen  st  ,  McNee,  Poden  1983.  Supervisor  will  be  inpressed  by  good 
work."))) 

( INFLUENCE 
NIL 
N  I  L 

#m  n 

N  I  L 

( ( CARO  INAL  1  TY  . MAX  (  1  ) ) 

(COMMENT  "Sec  r  i  s  I  ,  McNee,  Poden  1983.  Good  work  earns  influence."))) 

( INVOLVEMENT 
N  1  L 
N  1  L 

#1-1  I] 

N  I  L 

(  (CARD  I NAL I  T Y  MAX  ( 1  ) ) 

(COMMENT  "Sec  r  i  s  I  ,  McNee.  Paden  1  983,  Good  work  earns  involvement  "  )  )  ) 

( JOB . SECUR I T  Y 
N  I  L 
NIL 

#[-1  >1 

N  1  L 

(  ( CARD INALI TY . MAX  (  1  )  ) 

( COMMENT  ’'Secrist.  McNee,  Paden  1983  Good  work  earns  job  security  “))) 
(LESS  SUPERVISION 
NIL 
N  I  L 

#l-«  U 

N  I  L 

(  ( CARO  I NAL I  TY  , MAX  (  1  )  ) 

(COMMENT  "Secrist,  McNee,  Paden  1983  Good  work  earns  less  supervisor!"))) 
(PAY  TIME 
N  I  L 
N  1  L 

#[->  '1 

N  I  L 

(  i  CARD  I NA  L I  T Y  MAX  (  1  )  ) 

(COMMENT  "Secrist,  McNee,  Paden  1983  Good  work  earns  better  paymore  time 

off  "  )  )  ) 

( PERFORMANCE  RATING 
N  l  L 
N  i  L 

IM  1] 

N  I  L 

((CARDINALITY  MAX  (  1  )  ) 

(COMMENT  "Sec  nil,  McNee,  Paden  1983  Good  work  earns  better  ratings  "It; 

( PPOMCT I  ON 
N  i 
N  I  L 

l(  -  ’  1  1 

N  i  l 

i  i cardinal  I Tr  max  (ij) 

(COMMENT  "Seer. st,  McNee.  Poden  1983  Good  work  earns  faster  promotion  )) 

(  «E SPONS IB  I L I TY 
N  I  L. 

N  I  s. 


-  «  *  •  «  **  1 


CSW5 


th 


r 


K: 


#[-' '] 

N  I  L 

(  (CARDINAL! TY  MAX  (  1  )  ) 

( CGMMEN  T  "Seer i st  ,  McNee,  P  ade  n  19  8  3  Good  work  earns  more  responsibility 

"  )  )  ) 

( SELF  CONTROL 
N  I  L 
N  1  L 

#[-»  0 

N  I  L 

( (CARDINAL! TY . MAX  (t)) 

(COMMENT  "  Seer  i  st,  McNee.  Roden  1983.  Good  work  earns  freedom  to  plan  own 
work.."))) 

( VOLUME . WORK 
Nl  L 
N  I  L 

#[-l  1] 

N  1  L 

( (cardinality. max  ( i ) ) 

(COMMENT  "Secrist,  McNee.  Roden  1983.  Good  work  earns  more  work.")))) 

(  )) 


(ATT. STANDARDS . COALS 

('HOLT"  "20-Jan-1987  13:18:28"  "HOLT"  "9-Feb-1987  22.13:04") 

(ATTRIBUTES) 

((CLASSES  GENERICUNITS)  ) 

N  I  L 

((ABILITY. TO. DO  WORK  NIL 

NIL 

#[-1  1] 

NIL 

( ( CARD  I NA L I TY  MAX  (l))  (COMMENT  "I  con  do  work  assigned." 

))) 

( ACREEABLE . COALS 
N  1  L 
N  1  L 

#1-'  u 

N  I  L 

( ( C ARD I NA L I T Y . MAX  (1))  (COMMENT  "Understand  and  agree  with  goals  and  object! 

v  e  s  "  )  )  ) 

(CONFUSED. EXPECTATIONS 
N  I  L 
N  I  L 

N  I  L 

((CARDINALITY  MAX  (1))  (COMMENT  "Not  sure  whot  is  expected  Reverse  measure 

"  )  )  ) 

(DIFFICULT  WORK  N I L 
N  I  L 

#M  >1 

N  1  L 

((CARDINALITY  MAX  (!))  (COMMENT  "Work  is  hard  ond  uses  my  obi 

i.t.es  " ) ) ) 

(GOAL  ACHIEVEMENT  NIl 
N  I  L 

#M  'I 

N  I  L 

((CARDINALITY  MAX  ( 1 i )  (COMMENT  "Feel  good  when  mee!  or  e*c 

e e  J  goals  '  )  )  ) 

( KNOWLEDGE  OF  JOB  NI L 
N  I  L 

#1-'  1 1 
N  I  1 

((CARDINALITY  max  (igg  (COMMENT  I  know  a  lot  about  ,ot  )l 

( NEEDED  WORK  N I _ 


I 


V 


^  -  •  •  "  >.*  •/  /*  •'“I'1*’  -■**,«“*“V*  V  V  V  J  fm  *,V_(N 

r  Vm^rirn^r  in  ht  *2*i*Ji* 


4MUIIHLNJU' 
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N  I  L 

#(-'  1] 

N  1  L 

((CARDINALITY. MAX  (I))  (COMMENT  "Work  done  needed  to  be  done  ")) 

) 

(NEGLECTED . WORK 
N  I  L 
N  I  L 

#[-'  ’I 

N1  L 

( ( CARD  I NA L I T Y  MAX  (I))  (COMMENT  "Much  work  doesn't  get  done  Reverse  meosur 
e  "  )  )  ) 

(OVERLOADED 
NIL 
N  I  L 

#  C- 1  11 

N  I  L 

((CARDINALITY. MAX  (1))  (COMMENT  "Too  much  to  do.  Rarely  on  time.  Reverse  m 
easure  .  "  )  )  ) 

(  TASK . CONTI NU  I  TY  NIL 
NIL 

f[~ 1  1] 

NIL 

( (CARDINALITY .MAX  (1))  (COMMENT  "I  finish  the  same  work  I  st 

art  "))) 

(WORK . 10ENT I TY 
N  I  L 
N  I  L 

#(-1  11 
N  I  L 

( (CARDINALITY  MAX  ( 1 ) ) 

(COMMENT  "Hackman,  Oldhom  1980.  Others  know  how  well  I  did  on  o  job  ")))) 

0) 


(ATT  STRESS 

("HOLT"  "  20- J  a  n-  I  98  7  13  14:1  7"  "HOLT"  '' 9-Fe  t>~  t  987  20. S3  55") 

(ATTRIBUTES) 

( (CLASSES  GENER 1CUNI TS) ) 

( ( APPEAR  BUSY 
N  l  L 
N  I  L 

It-'  1  i 

N  I  L 

((CARDINALITY  MAX  ( t ) )  (COMMENTS  "Secrist.  McNee.  Poden  1983  Hove  lo  look 
busy  "  )  )  ) 

(CONFLICT  assignment 
N  I  L 
N  I  L 

#1-1  lj 

N  I  L 

(  (CARD  I NAL I  TY  MAX  (  1  )  ) 

t  COMMENTS  "Secrist,  McNee,  Paden  1983  Receive  conflicting  assignments  ")) 

) 

i CONFL ICT  OEMANDS 
N  I  L 
N  I  L 

*  [  -  1  1  ] 

N  I  L 

((Cardinality  max  (i)) 

( COMMENTS  "Secrist.  McNee,  Paden  1963  Management  gives  conflicting  jemand 

s  i ;  ) 

i  *  ~  N  F l  ICT  VAlur: 

■N  l  i. 

N  1  L 

#[-’  1  ] 
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NIL 

(  (  CARO  INAU  TY  MAX  (  1  )  ) 

(COMMENTS  "Sec  r  i  jt  .  McNee,  Paden  1983 

n  t  .  “  )  )  ) 

(CONFUSED , PLANN I NG 
N  I  L 
N  I  L 

#1-'  >1 

N  I  L 

(  (CARD  INAL l TY . MAX  (1)) 

(COMMENTS  "Secriat,  McNee,  Paden  1983 
of  work.'1))) 

( INFORMATION, AVAIL 
N  I  L 
NIL 

II- 1  ') 

NI  L 

((CARDINALITY  MAX  (1)) 

(COMMENTS  "Secriat.  McNee,  Paden  1983 
e  measure." ))) 

( LACK . OF . AUTHOR  I TY 
N  1  L 
N  I  L 

#l-»  >1 

N  I  L 

( (CARDINALITY. MAX  (t)) 

(COMMENTS 

"Secriat.  McNee.  Paden  1983.  Given 
everee  measure."})) 

( LACK . OF  I NFLUENCE 
NIL 
N  I  L 

#1-1  >1 

N  !  L 

( (cardinal I ty . max  (i)) 

(COMMENTS  "Secriat.  McNee.  Poden  1983 
cling  self.'1))) 

( PRESSURE 
N  I  L 
NI  L 

#M  1] 

N  I  L 

((CARDINALITY  MAX  (1)) 

(COMMENTS  "Secriat.  McNee.  Poden  1983 

) 

(UNCLEAR . RESPONS 
N  1  L 
NI  L 

#M  '] 

N  I  L 

( ( CARO  I NAL I TY  MAX  (  1  )  ) 

(COMMENTS  "Secriat.  McNee,  Paden  1983 

)  ) 

( UNNECESSARY . at  t  en 
N  I  L 
til  L 

#M  '1 

N  I  L 

(  (  CARD  I NAL  I  TY  MAX  (  1  )  ) 

(COMMENTS  "Seer  i  si  .  McNee,  Paden  1983 
e  1  a  i  l  i  "  )  )  ) 

(USE  OF  RESOURCES 

N  I  L 
n  I  l 

'] 

N  I  L 

,  [  . ARD I NA  L  I  T  Y  MAX  (  1  )  ) 


Expected  to  oct  against  own  judgeme 


Confused  planning  and  organization 


Can  get  information  needed.  Revere 


enough  authority  to  carry  out  work  R 


Ability  to  influence  decisions  offe 


Organization  generates  pressure")) 


Job  responsibilities  ore  unclear  ") 


Too  much  attention  to  unimportant  a 
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(COMMENTS  "Secrist.  McNie ,  Paden  1983.  Organizations  use  of  men.  money  and 
material  ")))) 

(  )) 

(CLIMATE. VAR  I A8LES 

(-HOLT-  " 2  7- J  an- 1 98  7  1  1:55:43“  “HOLT"  "3-Feb-1987  23:07:53") 

( VAR | A8LES ) 

((CLASSES  CENERICUNITS)  ) 

N  I  L 

(  (COMM. EFFECTIVENESS  NIL  NIL  #[-1  1]  NIL  ( ( CARD  I NAL I T T  MAX  (1))  (COMMENT  "Seer 

.st  1983"))) 

( l NO . ORG . CONTROL  NIL  NIL  # { - 1  l]  NIL  ( ( C ARD 1 N A L I T Y  MAX  (1))  (COMMENT  "Secrist 
1983"))) 

( INTERPERSONAL. REL  NIL  NIL  #[-1  1]  NIL  ((CARDINALITY. MAX  (1))  (COMMENT  "Secri 

st  1983"))) 

(JOB  EVALUATION  NIL 
N  I  L 

#1-1  '] 

N  I  L 

( (CARO  INAL  I TY . MAX  (1))  (COMMENT  “Hackman  and  Oldham  1980"))) 

( LEADER . SUPER  NIL  NIL  |{-1  1]  NIL  ( ( C ARD 1 N AL I T Y . MAX  (1))  (COMMENT  "Secrist  19 

83"))) 

( PERSONAL . NEEDS  NIL  NIL  #(- 1  1)  NIL  ( ( C ARD I N A L I T Y . MA X  (1))  (COMMENT  "Secrist 

1983" ) ) ) 

( PHYS I  CAL . ENV I R  NIL  NIL  #[-1  I]  NIL  ( (CARD  I NAL I TY . MAX  (1))  (COMMENT  "Secrist 
1983" ) ) ) 

(REWARD. SYS  NIL  NIL  #[-1  1]  NIL  ( ( C ARD 1 N A L 1 T Y . MA X  (1))  (COMMENT  “Secnst  1983 

"))) 

(STANDARDS . GOALS  NIL  NIL  #[-1  t]  NIL  ((CARDINALITY  MAX  (1))  (COMMENT  "Secrist 
1983"))) 

(STRESS  NIL  NIL  #[-1  1]  NIL  (( CARD  I NAL I TY  MAX  (1))  (COMMENT  "Secrist  1983"))) 

) 

()) 

( INTERMEDIATE .VAR  CALC 

("HOLT"  "27-Jan-1987  1155.04"  "HOLT"  " 1 3-F e b- 1 987  15:08  27") 

(C L I MA  TE . CALC ) 

(  (CLASSES  GENERICUNI TS)  ) 

N  I  L 

((ADEQUATE.  ENVIRONMENT. CALC 
(LAMBDA  (TH1SUNIT) 

( PUT  . VALUE  TH I  SUN  1 T 

' AOEQUATE . ENVI RONMENT 
(AVERAGE. OF  (LOOP  FOR 

ATT . VALUE 
1  N 

(GET  VALUES  INTERMEDIATE  VARIABLES 

•ADEQUATE  ENVIRONMENT  MEMBERS 
’ VALUE 
'  OWN  ) 

COLLECT 

(GET  VALUE  THISUNIT  ATT  VALUE  'VALUE  OWN)))) 

) 

method 

(METHOD)  ) 

(EFFECTIVE  PART  I C I  PA T I  ON . CALC 
(  LAMBDA  (  TH 1  SUN  1 T ) 

(PUT  VALUE  TH I  SUN  I T 

EFFECTIVE  PARTICIPATION 
(A/ERAGE  OF  (LOOP  FOR 

A i T  VALUE 
!  N 

lull  VALUES  INflRMlLMAIt  VARIABLES 

EFFECTIVE  PARTICIPATION  MEMBERS 
' VALUE 
'  OWN  I 


COLLECT 


) 


(CET. VALUE  THISUNIT  ATT  VALUE  'VALUE  'OWN)))) 


) 


) 


method 

(METHOD) ) 

(EXP  EC  TATI  ON. OF. REWARDS  CALC 
(LAMBDA  (THISUNIT) 

(PUT. VALUE  THISUNIT 

' EXP EC TAT  ION  OF . REWARDS 
(AVERAGE. OF  (LOOP  FOR 

ATT . VALUE 
I  N 

(GET. VALUES  '  I  NT  ERMED I  ATE . VARIABLES 

'  EXPECTATION . OF . REWARDS  MEMBERS 
' VALUE 
'  OWN ) 

COLLECT 

(GET. VALUE  THISUNIT  ATT. VALUE  'VALUE  'OWN)))) 

METHOD 
(METHOD) ) 

(EXTRINSIC . REWARD  CALC 
(LAMBDA  (THISUNIT) 

(PUT. VALUE  THISUNIT 

•EXTRINSIC . REWARO 
(AVERAGE. OF  (LOOP  FOR 

ATT . VALUE 
IN 

(GET. VALUES  '  INTERMEDIATE . VAR  I ABLES 

'  EXTRINSIC . REWARD .MEMBERS 

' VALUE 

'OWN) 

COLLECT 

(GET. VALUE  THISUNIT  ATT. VALUE  'VALUE  'OWN)))) 


METHOO 
(METHOO) ) 

(GROWTH  OEVELOP  CALC  (LAMBDA  (THISUNIT) 

(PUT. VALUE  THISUNIT 

'GROWTH  DEVELOP 
(AVERAGE. OF  (LOOP  FOR 

ATT  VALUE 
IN 

(GET  VALUES  ' INTERMEDIATE 

VAR  I ABLES 

'GROWTH  DEVEL 

OP  MEMBERS 

■  value 

■  OWN  I 

COLLECT 

(GET  VALUE  THISUNIT 
ATT  VALUE 


VALUE 
•OWN) | ) ) ) 

METHOD 
(METHOO ) ) 

( IMPORTANCE  OF  REWARDS  CALC 
(  LAMBDA  ( TH I  SUN  I  T  , 

| PUT  VALUE  THISUNIT 

' IMPORTANCE  OF  REWARDS 
(AVERAGE  OF  (LOOP  FOR 

ATT  VALUE 


IN 

(r.FT  VA1UCS  'INTERMEDIA!!  VAR  I  ABIES 

IMPORTANCE  OE  REWARDS  MEMBERS 


VALUE 
'  OWN  ) 


COLLECT 
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(GET. VALUE  THISUNIT  ATT  VALUE  'VALUE  OWN)))) 


(VC- 

V’  ‘ 


• 

y 

c-< 

*  *„■ 

£ 

C% 


METHOD 
(method ) ) 

( INFLUENCE. ENVIRONMENT. CALC 
( L AMBDA  ( TH I  SUN  I T ) 

(PUT. VALUE  THISUNIT 

'  INFLUENCE  ENVIRONMENT 
(AVERAGE. OF  (LOOP  FOR 

ATT . VALUE 
IN 

(get. values  'Intermediate  variables 

'INFLUENCE  EN V  I RONM EN T . MEMB E RS 
' VALUE 
'  OWN  ) 

COLLECT 

(GET. VALUE  THISUNIT  ATT  VALUE  'VALUE  'OWN)))) 

METHOD 
(METHOD) ) 

(INTRINSIC. REWARD . CALC 
(LAMBDA  (THISUNIT) 

(PUT. VALUE  THISUNIT 

' INTRINSIC- REWARD 
(AVERAGE. OF  (LOOP  FOR 

ATT . VALUE 
IN 

(GET  VALUES  ' INTERMEDIATE. VARIABLES 

'INTRINSIC  REWARD  MEMBERS 

' VALUE 

'OWN) 

THISUNIT  ATT  VALUE  'VALUE  'OWN)))) 


COLLECT 
(GET . VALUE 


METHOD 
(METHOD) ) 

(JOB-CHALLENGE  CALC  (LAMBDA  (THISUNIT) 

(PUT. VALUE  THISUNIT 

'  JOB .CHALLENGE 
(AVERAGE  OF  (LOOP  FOR 

ATT  VALUE 


IN 

(GET 


VAR  1 ABLES 


MEMBERS 


VALUES  ' INTERMEDIATE . 


'JOB  CHALLENGE 

' VALUE 
'  OWN  ) 

TH I  SUN  I T 
ATT  VALUE 
' VALUE 
'Own)  i  i ) ) 


COLLECT 
(GET  VALUE 


METHOD 
(METHOD)  ) 

(Overall  Climate  calc 

i  LAMBDA  (  TH I  SUN  I  T  ) 

(PoT  VALUE  THISUNIT 

OVERALL  CLIMATE 
( AVERAGE  OF  ( LOOP 


FOR 

AT  T  VALUE 
I  N 

t  G  F  T  VALUES 


COL  lEC  T 


■  I  NT  f  PME  D I  4 1 t  VARIABLES 
OVERALL  LI.  I  MAIL  ML  MUIR 

value 

'  OWN  I 


(GET. VALUE  THISUNIT  ATT. VALUE  ’VALUE  ’OWN)))) 

) 

METHOD 
(METHOD ) 

N  I  L 

( ( COMMENT 

("This  colculation  should  occur  after  other  climate  variables  hove  been  ca 
Iculated. ")))) 

(PERSONAL . REL . COMPETENCE . CALC 
(LAMBDA  (THISUNIT) 

(PUT. VALUE  THISUNIT 

1  PERSONAL . REL . COMPETENCE 
(AVERAGE. OF  (LOOP  FOR 

ATT . VALUE 
I  N 

(GET  VALUES  ' INTERMEDIATE  VARIABLES 

’ PERSONAL . REL . COMPE TENCE  MEMBERS 
'VALUE 
’  OWN  ) 

COLLECT 

(GET  VALUE  THISUNIT  ATT. VALUE  'VALUE  'OWN)))) 

) 

METHOD) 

(ROLE . CONFLICT . CALC  (LAMBDA  (THISUNIT) 

(PUT. VALUE  THISUNIT 

'ROLE  CONFLICT 
(AVERAGE. OF  (LOOP  FOR 

ATT  .  VALUE 


VAR  I ABLES 


MEMBERS 


METHOD 
(METHOD ) ) 

(SATISFACTION  WITH  GROUP  CALC 
(  LAMBOA  ( TH I  SUN  I T ) 

(FUT  VALUE  THISUNIT 

SATISFACTION  WITH  GROUP 
(AVERAGE  OF  (LOOP  FOR 

ATT  VALUE 


(get  values  'Intermediate 

'ROLE  CONFLICT 

'  value 

'  OWN  ) 

COLLECT 

(GET. VALUE  THISUNIT 
ATT  VALUE 

value 

OWN) ) ) ) ) 


(GET  VALUES  'INTERMEDIATE  VARIABLES 

'SATISFACTION  WITH  GROUP  MEMBERS 
'VALUE 
'  OWN  ) 

COLLECT 

(GET  VALUE  THISUNIT  ATT  VALUE  VALUE  OWN)))) 


ME  THOO 
( METHOD ) ) 

:  :  ll  variety  ho  calc 

(  LAMBDA  (  T  H I  : UN  I  T  ) 

(Pul  /A  lUE  Til  1  SUN  I  T 

SKILL  VARIETY  HO 
(AVERAGE  Of  (LOOP  FOR 

All  value 


(GET  values  'INTERMEDIATE  VARIABLES 

'SKILL  VARIETr  HO  MEMBERS 
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'VALUE 

'  OWN  ) 

COLLECT 

(GET. VALUE  THISUNIT  ATT. VALUE  'VALUE  OWN,))) 


ENCE  MEMBERS 


method 

(METHOO) ) 

(TASK. COMPETENCE  CALC  (LAMBDA  (THISUNIT) 

(PUT .VALUE  THISUNIT 

' TASK  COMPETENCE 
(AVERAGE  OF  (LOOP  FOR 

ATT.  VALUE 
IN 

(GET. VALUES  '  I N  T  E  RMED I  A  T 

E. VARIABLES 

' TASK  COMPET 

:e  members 

'VALUE 
'  OWN  ) 

COLLECT 

(GET  VALUE  THISUNIT 
ATT  VALUE 
'VALUE 
’OWN) ) ) ) ) 

METHOO 
(METHOD) ) 

( TEAMWORK .CALC  (LAMBDA  (THISUNIT) 

(PUT. VALUE  THISUNIT 
•  TEAMWORK 

(AVERAGE. OF  (LOOP  FOR 

ATT  .  VALUE 
IN 

(GET  VALUES  'INTERMEDIATE  V  A  R I  A 

:s 

'  TEAMWORK  MEMBERS 
'  VALUE 
•  OWN  ) 

COLLECT 

(GET  VALUE  THISUNIT  ATT  VALUE  ' 


VALUE  OWN))))) 


METHOD 
(METHOD) ) ) 


INTERMEDIATE  VARIABLES 

("HOLT"  "27-Jan- 1 907  11  54.39"  "HOLT"  "10-Mor-1987  8.09:06") 

( VAR | A0LES ) 

((CLASSES  GENER I  CUN  I TS) ) 

N  1  L 

((ADEQUATE  ENVIRONMENT 
N  i  L 
N  I  L 

#[-'  1] 

N  1  L 

((COMMENT  ("Adequacy  of  space,  money  ond  equipment  to  perform  wort")) 

(Cardinality  ma  >  (i)))) 

(COHESIVE  NIL  nil  nil  NIL  ((COMMENT  ("Group  cooperation  and  friendliness  "))) 

(EFFECTIVE  PARTICIPATION 

N  I  w 
N  I  u 

II  '  J  1  1 

N  I  u 

COMMENT  ("Participation  in  decis  ons  ond  policy  about  job  related  t unit,  on 

"  )  I 

i CARO | NAL I TY  MAY  ( 1 ) ) ) ) 
t  EXPECTATION  OF  REWARDS 


>  >SV.«V 


N  I  L 

(  ( CARO  I NAL I TY . MAX  (1))  (COMMENT  "Expectation  of  receiving  rewards  tor  good  w 
ork . " ) ) ) 

(EXTRINSIC .REWARD 
N  I  L 
N  [  L 

#1-1  '] 

N  I  L 

( (COMMENT 

("Extrinsic  consequences  of  effective  performance  (outward  signs  of  reward 
)  Secrist.  McNee  and  Paden  1983.")) 

(CARD  I  NAH  TY  .  MAX  (  1  )  )  )  ) 

(GROWTH  DEVELOP 
N  I  L 
Nl  L 

#[-1  '] 

N  I  L 

((COMMENT  ("Growth  and  development  comming  from  work.  Hackman  Oldham.  1979. 

")) 

(CARDINAL! TY  MAX  ( t ) ) ) ) 

(IMPORTANCE  OF. REWARDS 
N  I  L 
N  I  L 

(#[-1  ']) 

NIL 

( (CARD INAU TY  MAX  (1))  (COMMENT  "The  volue  of  rewords  to  individual  "  )  )  ) 

( INFLUENCE. ENVIRONMENT 
Nl  L 
NIL 

#[-!  '] 

N  I  L 

((COMMENT  ("Ability  to  influence  the  use  of  space .  money  and  equipment  on  jo 
b  "  )  ) 

(cardinality  max  (  i  ) ) ) ) 

(INTRINSIC  REWARD 
N  I  L 
N  I  L 

*M  I  ] 

N  I  L 

( ( COMMENT 

("Intrinsic  consequequences  of  effective  performance  (inward,  internol  typ 
e  rewards)  Secrist.  McNee  and  Paden  1983  ")) 

( CARO  I NAL I TY  MAX  (  1  ) ) ) ) 

( j  oe  challenge  nil 
n  I  L 

(#(-'  '  1) 

N  I  L 

((CARDINALITY  max  (I))  ( COMMEN  T  "The  extent  of  challenge  from 

the  job  "  )  )  ) 

( Overall  climate  nil 

Nl  L 

(/[-'  >]) 

N  1  L 

((COMMENT  "This  is  the  average  of  all  climate  variables"))) 

I  PERSONAL  REL  COMPETENCE 
N  I  i 
N  I  L 

#(->  '  ] 

N  I  C 

( ( COMMENT 

t  Me  JitH  O  ' .  U I '  L  If  V  |  j  t  j  IV  ‘  s  pci  3  o  f  i  <j  I  relul  ivlis  competence  •!  *>  'j««h  by  \  t*  c  lit  p  I  <j  y 

e»  Secrist.  McNee  and  Paden  1983  ')) 

(CARD  I NAL  I  T Y  MAX  (  1  )  )  )  ) 

(POLE  CONFLICT 


N  I  L 
N  I  L 

#[-'  >] 

N  I  L 

( (COMMENT 

( "Tne  conflict  between  expectations  Also  conflict  between  expectations  c 
nd  personal  values.'*)) 

(CARDINAL! TT  MAX  ( 1 ) ) ) ) 

(SATISFACTION. WITH. GROUP 
N  I  L 
N  I  L 

#M  '] 

N  I  L 

((COMMENT  ("Group  happiness  and  satisfaction.  Secrist.  McNee  ond  Poden  1983 

")  ) 

(CARD  I N A L I TY  MAX  (  I  ) ) ) ) 

(SKILL. VAR  I ETY . HO 
N  I  L 
N  I  L 

#M  '] 

N  I  L 

( ( C OMMtN T  ("Effective  use  of  skills.  Hackman  and  Oldham  1979."))  (CARDINALIT 
Y  MAX  ( 1 ) ) ) ) 

(TASK  .  COMPETENCE 
NIL 
N  I  L 

#[-«  »] 

N  I  L 

( (COMMENT 

(  "Measure  of  SUP ERV I SORS ' s  task  competence  as  viewed  by  the  employee  Sec 
rist.  McNee  and  Paden  1983  “)) 

(CARDINALITY  MAX  (1)))) 

( T  EAMWORK 
N  I  L 
N  1  L 

#[-1  1] 

N  I  L 

((COMMENT  ("Feeling  of  working  together  in  cooperation  Secrist.  McNee  Pode 
n  1  98  3  "  )) 

(CARO  I NAL I TY  MAX  (  1  ) )  ) )  ) 

((ADEQUATE  ENVIRONMENT  MEM8ERS  ( APPROP R I  A T E . P L AC  £  AVAIL  MONEY 

CORRECT  EQUIP 
ADEQUATE  WORK  SPACE 
ADEQUATE  MONEY 
ENOUGH  EQU I PMENT  )  ) 

( EFFECT  I VE . PART  1 C 1  PAT  ION  MEMBERS  ( P AR T 1 C 1 P AT  1  ON . D E C I S I ONS  PARTICIPATION  POLIC 

Y)  ) 

( EXPEC TAT  I  ON . OF  REWARDS  MEMBERS  (ADVANCEMENT  RESPONSIBILITY 

PROMOT I  ON 

PERFORMANCE  RATING 
SELF  CONTROL ) ) 

(EXTRINSIC  REWARD  MEMBERS  (INFLUENCE  I MPR ESS  I  V E . WOR K 

PERFORMANC  E  RATING 
COMP  L IMENTS 
PROMOT I  ON 
COMPETENT 
PAY  TIME 
JOB  SECURI'r 
LESS  SUPERVISION 
FEEDBACK 

GROUP  FEEDBACK)) 

iGRCWTh  DEVELOP  MEMBERS  (GROWTH  PERSONAL  ACCOMPLISHMENT 

ENJOY  CHALLENGE 
I  NUt  I'LNULN  T  THOUGH  1 
STIMULATING  WORK ) ) 

(IMPORTANCE  OF  REWARDS  MEMBERS  (NEED  FOR  ADVANCEMENT  NEED  FOR  RESPOnS 


NEED  FOR  PROMOT  I  ON 
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NEED  FOR  PERFORMANCE 
NEED . FOR . SELF  CONTROL)) 

( I NFLUENCE . ENV I RONMENT . MEMBERS  (FLEXABLE. SURROUNDINGS  INFLL.NCE  SPENDING 

EQUIPMENT  USE 
ADJUSTABLE  SURROUNDINGS 
ADD  I T I GNA  l  MONE  < 

ADDI TIGNAl. EQUIPMENT)) 

(  INTRINSIC .REWARD. MEMBERS  ( CHA L L ENG  I  NG  WORK  RESPONSIBILITY 

ADVANCEMENT 
I NVOL VEMENT 
PROMOT ION 
DIFFICULT  WORK 
VOLUME . WORK 
SELF . CONTROL ) ) 

(JOB  CHALLENGE . MEMBERS  ( EN J OY . CH A L L ENG E  INDEPENDENT  THOUGHT 

ST IMULAT I NG  WORK 
DIFFICULT  WORK 
ABILITY.  TO. DO  WORK) ) 

(OVERALL. CLIMATE  MEMBERS  ( COMM  E F F EC T I VEN E SS  I ND  ORC . CONTROL 

interpersonal  rel 
phys  1  CAL  ENV  I  R 
REWARD . SYS 
STANDARDS  GOALS ) ) 

( PERSONAL . REL . COMPETENCE  MEMBERS  ( SUP  COOP ER A T I  V E  SUP  SUPPORTIVE 

SUP  ENCOURAGING 
SUP  HELPFUL 
SUP  FAIR 
SUP  CONSIDERATE 
SUP  APPREC I  AT  I VE 
SUP  ACCEPTANCE ) ) 

(ROLE  CONFLICT  MEMBERS  ( CON F US  ED - P L ANN  1 NG  UNCLEAR  RESPONS  CONFLICT  DEMANDS)) 

( SAT  1 SFACT I  ON . W I TH . GROUP  MEMBERS  ( GROUP . P L EASUR £  ENJOYMENT 

DESIRE  CHANGE 
COMPLA1 NTS 
D  I  SSAT I SFACT ION 
MANAGEMENT , CONCERN 
CARE  OF  PEOPLE)) 

( SK  1  LL . VAR  I ETY  HO  MEMBERS  ( SK 1 LL . VAR  I ETY  REPETITIVE 

TASK  SIGNIFICANCE 
BREADTH  SIGNIFICANCE 
MEAN  I NGFUL  WORK 
TRIVIAL  WORK 
TASK .  1  DENT  1 TY )  ) 

(Task  COMPETENCE  MEMBERS  ( SUP .  EFFECT  I VE  SUP  PRODUCTIVE 

SUP  EFFICIENT 
SUP  CONVINCING 
SUP . LEADER 
SUP  CONFIDENT 
SUP  IMAGINATIVE 
SUP  DEC  I S I VE )  ) 

(TEAMWORK  MEMBERS  (QUARREL  TENSION  BELONGING  UNCOOP ER A T  I  V E  GET  ALONG  CARE  OF 
PEOPLE)))) 


m 
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APPENDIX  15 


COMPUTER  LISTING  OF  ORGANIZATIONS 


Tin's  appendix  lists  the  LISP  computer  code  representing  ;iie 
frames  which  contribute  to  the  class  of  individuals.  Tne  member 
slots  of  ORGANIZATIONS  are  inherited  from  other  francs  listed. 
The  forn  for  a  frame  or  unit  is: 

(Unit  name 

(Creation  and  modification  data) 

Superclasses  list 
Member  of  list 
Comment 

Member  slot  list 
Own  slot  list) 

The  form  for  a  slot  is: 

(Slot  name 

Local  value  or  program 
Inheritance  role 
Value  class 
Defaul t  va I ue  1  ist 
Facet  list  or  comment) 

The  form  for  a  facet  list  is: 

((Facet  name 

Facet  local  value 
Facet  role)  ...) 


•  j 


( ORGAN i ZAT I ONS 

(MOLT"  "27-Jan-l 987  11  57  36"  "HOLT"  "3-Mor-1987  14  4 1  2 2 " ) 

(CRG  PERFORMANCE  CALC  ORG  PERFORMANCE  MEASURES 

ORG  CLIMATE  VAR  CALC 
CLIMATE. VAP 1 A8LES 
ORGANIZATIONAL  ELEMENTS) 

((CLASSES  GENER I  CUN  I TS )  ) 

N  I  L 

(  ) 

( (ORDER  TO . EVALUATE 

(MASONS  CARPENTERS  BEST.  TEAM  PLUMBERS  METAL. SHOP  SUPERINTENDENT  FREE  I  NO  I  V  I  0 
UALS  ) 

N  I  L 

( ORGAN  I ZAT IONS) 

N  I  L 

( ( COMMENT 

"This  slot  contcins  the  order  in  which  to  caluculote  the  organizational  cl 
i  it.  ate  and  performance  It  makes  sure  that  subordiante  organizations  are  evaluate 
d  first  so  their  volues  con  be  correctly  calculated  "))))) 


(ORG  PERFORMANCE  CALC 

("HOlT"  "2-Feb-1987  18:28:20"  "HOLT"  "10-Mar-I987  16.46  42' 

(PERFORMANCE  CALC) 

( (CLASSES  GENER ICUN ITS)) 

N  I  L 

( ( ACH I EVEMENT  CALC 
(LAMBDA  (THISUNIT) 

(PUT  VALUE  ThI SUN  I T 

• ACH I EVEMENT 

(AVERAGE  OF  (LIST  (AVERAGE  OF  (LOOP 


FOR 

PERSONS 
I  N 

(GET  VALUES  THISUNIT 


’ M E M B  r R S  OF  ORG 
•VALUE 
'  OWN  ) 


COI  L  EC  T 

(GET  VALUES  PERSONS 


(LOOP  FOR 

SUBORGS 
I  N 

(GET  VALUES 


ACH I EVEMENT 
VALUE 
•  OWN )  )  ) 


COLLECT 
(GET  VALUE 

Twn  !))!!) 

METHOD 
MET  HOD  ) 

i  EFFECT  I VENESS  CALC 

;  .  AMBDA  (THI  SUN  I T  ) 

(  P'J  T  VALUE  ThISUNIT 

■  EFFECT  I VENESS 

(AVERAGE  OF  (LIST  (AVERAGE  OF  (LOOP 


THI SUN  I  T 

■ SUBORD I  NAT  E  . ORGS 
'VALUE 
’  OWN  ) 

SU80RCS  ’ACHIEVEMENT  VALUE 


FOR 

PERSONS 

I  N 

f  .  E  T  VALUES  T  h IS  i  /  N I 
Mt  Mb  t  R  . 
'  .  A  lijE 


COLLECT 

(GET  vAlUES  PERSONS 

E  F  F  E '.  T  •  VENESS 
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m 


t'-:- 


■  OWN)  )  )  )  ) ) 

METHOD 

METHOD) 

( EFF I C I ENCY . CALC 
(LAMBDA  (THISUNIT) 

(PUT  VALUE  THISUNIT 

' EFF I C I ENCY 
(AVERAGE. OF  (LIST 


'VALUE 

' OWN ) ) ) 

(LOOP  FOR 

SUBORGS 

IN 

(GET  VALUES  THISUNIT 

' SUBORD I  NATE  ORGS 
' VALUE 
•  OWN  ) 

COLLECT 

(GET  VALUE  SUBORGS  'EFFECTIVENESS  'VALU 


(AVERAGE. OF  (LOOP  FOR 

PERSONS 


I  N 

(GET 


(LOOP  FOR 

SUBORGS 

IN 

(GET . VALUES 


VALUES  THISUNIT 
' MEMBERS 
'VALUE 

’  OWN  ) 

COLLECT 

(GET  VALUES  PERSONS 

EFFICIENCY 
’  VALUE 
’  OWN  )  )  ) 


OF  ORG 


COLLECT 
(GET . VALUE 


TH I  SUN  1 T 

’ SUBORD I  NATE  ORGS 
'VALUE 
'  OWN  ) 

SUBORGS  ’EFFICIENCY  'VALUE 


CWN) ) ) ) ) ) 

METHOO 
METHOO ) 

( EXCELLENCE . CALC 
(LAMBDA  (THISUNIT) 

(PUT  VALUE  THISUNIT 

'  EXCELLENCE 
(AVERAGE. OF  (LIST 


(AVERAGE  OF  (LOOP  FOR 


PERSONS 
I  N 

fGET  VALUES 


COLLECT 
(GET  VALUES 


T  H  I  S  U  N  I  T 
•MEMBERS  OF 
value 

'  OWN  I 

PERSONS 
1  EXCEL  lENCE 
■  VALUE 
'  OWN  i  i  ) 


3RC 


(LOOP  FOR 

SUBORGS 
I  N 

(GET  VALUES 


COLLECT 


TH  I  SUN  I  T 
■ SUBORD I NA  T  E 

v  A  l  lit 
'  OWN  ) 


ORG T 


(GET  VALUE  S UBORCZ  -EXCELLENCE  VALUE 


V.  v.  «►.  s 


( 


OWN)) ) ) ) ) 

METHOD 
METHOD ) 

I  J  08  MOT  I  VAT  I  ON  CALC 
( lambda  ( TH [ SUN  1 T ) 

(PUT  VALUE  THISUN1T 

•joe  motivation 

(AVERAGE  OF  (LIST 


(AVERAGE. OF  (LOOP  FOR 

PERSONS 


UE  OWN)))))) 

METHOD 

METHOD, 

(JOB. SAT ISFACTION  CALC 
(LAMBDA  (ThISUNIT) 

(PUT  VALUE  THISUNIT 

'JOB  SATISFACTION 
(AVERAGE. OF  (LIST 


(GET. VALUES  THISUNIT 

' MEMBERS  OF  ORG 
' VALUE 
'  OWN  ) 

COLLECT 

(GET  VALUES  PERSONS 

' JOB  MO  1  I  VAT  I  ON 
' VA | Uf 
' OWN ) ) ) 

(LOOP  FOR 

SUBORGS 

I  N 

(GET  VALUES  THISUNIT 

’SUBORDINATE  ORGS 
' VALUE 
’  OWN  ) 

COLLECT 

(GET  VALUE  SUBORGS  ’JOB  MOTIVATION  VAL 


(AVERAGE. OF  (LOOP  FOR 

PERSONS 


(GET  VALUES  THISUNIT 

MEMBERS  OF  ORG 
' VALUE 
'  OWN  ) 

COLLECT 

(GET  VALUES  PERSONS 

' JOB  SAT  ISFACT I 

' VALUE 
'  OWN )  )  ) 

(LOOP  FOR 

SUBORGS 
I  N 

(GET  VALUES  THISUNIT 

'SUBORDINATE  ORGS 
’ VALUE 
'  OWN  ) 

COLLECT 

(GET  VALUE  SUBORGS  '.JOB  SATISFACTION  'V 


J  LUE  • OWN  )!);)) 

ME  T  HOD 
MET  HOD  i 

(need  fulfillment  calc 

i-AMBOA  (THISUNIT) 

, Pu  T  value  ThISUNIT 

■Nil'll  FULFILLMENT 
( AVERAGE  OF  (list 


( average  OF  ( LOOH  for 

persons 

I  N 


.\V.  JV  V.V'/ 

‘v '--OV.V?  - 


v.-’.J.v. 
xavmy  • 


18b 


(GET  VALUES  THISUNIT 


MEMBERS  OF  ORG 
’  VALUE 
'  OWN  ) 


COLLECT 

(GET  VALUES  PERSONS 

•NEED  FULFILLME 
NT 

' VALUE 
‘OWN))) 

(LOOP  FOR 

SUBORGS 

IN 

(GET  VALUES  THISUNIT 

’ SUBORDINATE  ORGS 
' VALUE 
'  OWN) 

COLLECT 

(GET  VALUE  SUBORGS  ’ NE ED  Fu L F I L LMEN T  V 

ALUE  ’ OWN) ) ) ) ) ) 

METHOD 

METHOD) 

( REAL  I 2AT ION  OF  POTENTIAL  CALC 
(LAMBOA  (THISUNIT) 

( PUT  VALUE  TH I  SUN  I  T 

'REALIZATION. OF. POTENTIAL 

(AVERAGE. OF  (LIST  (AVERAGE. OF  (LOOP  FOR 

PERSONS 
I  N 

(GET  , VALUES  T  H I  SUN  I  T 

'MEMBERS  OF  ORG 
■  VALUE 
'  OWN  ) 

COLLECT 

(GET  VALUES  PERSONS 

•REALIZATION  OF 

POTENTIAL 


(LOOP  FOR 

SUBORGS 

IN 

(GET  VALUES  THISUNIT 


' VALUE 
•OWN) ) ) 


'  SUBORD I  NATE . ORGS 
' VALUE 
'  OWN  ) 


COLLECT 

(CET  VALUE  SUBORGS 


METHOD 

METHOD) 

( 3E  lF  REAL  I ZAT ION  CALC 
.  LAMBDA  ( TH I  SUN  I T ) 

(PUT  VALUE  THISUNIT 

'SELF  REALIZATION 

(AVERAGE  OF  (LIST  (average  OF  (LOOP 


’  REA L I ZA T  I  ON . OF  POTENTIAL 
•value 

■OWN  )  )  )  )  )  ) 


PERSONS 
I  N 

(GET  VALUES  TH I  SUN  I  T 

' ME  MB  t  R  s  OF  ORG 
'  VAlIjl 
'  OWN  , 

COLLECI 

(GET  VALUES  PERSONS 

"SELF  REAlIZaTI 


l  *  M  ■ -  *. 1 *  -  *  »  * « ■ «v -"vy  *  * 
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V 

V- 

r-> 


v  j- 


ON 


’ VALUE 
' OWN )  )  ) 


ALUE  ’ OWN )))))) 

METHOD 

METHOD) 

(Z  OVERALL  PERFORM. CALC 
(LAM8DA  (THISUNIT) 

(PUT  VALUE  THISUNIT 
' OVERALL . 
(AVERAGE . 


(LOOP  FOR 

SUBORGS 

IN 

(GET. VALUES  THISUNIT 

'SUBORDINATE  ORCS 
'  VALUE 
1  OWN  ) 

COLLECT 

(GET  VALUE  SUBORGS  'SELF  REALIZATION  'V 


IGhTS 


URE 


PERFORMANCE 

OF  (LIST  (AVERAGE. OF  (LOOP  FOR 

PERFORMANCE  MEASURE 
I  N 

(GET  VALUES  THISUNIT 

•PERFORMANCE  WE 

’ VALUE 
'  OWN  ) 

collect 

(GET  .  VALUE  THI SUN  I T 

PERFORMANCE  MEAS 

1  VALUE 

’ OWN )  )  ) 

(LOOP  FOR 

SUBORGS 
I  N 

(GET. VALUES  THISUNIT 

■SUBORDINATE  ORGS 
VALUE 
OWN  ) 

collect 

(GET  VALUE  SUBORGS 

1  OVERALL  PERFORMANCE 
•VALUE 
’ OWN )))))) 


METHOD 
( METHOD ) 

N  I  L 

( ( COMMENT 

("This  calulotes  the 
per (ormanca  measures  and 


overall  performance  of  the  organization  based  upon  l h 
IHier  relative  importance  to  overall  performance  ” ) ) ) ) 


(GRG  PERFORMANCE  MEASURES 

(  MOLf"  "27-Jan-1987  11  SS.J3"  "HOLT''  '•  9-Mo  r- 1987  14  22  04") 

r  PERFORMANCE } 

. .classes  gener  icun its)) 

N  i  L 

:  I  ACh I EVEMENT  NIL  NIL  # ( -  I  1  J  ) 

'EFFECTIVENESS  NIL  NIL  # ( -  1  I  ]  ) 

EF  F  I  C  I  ENCr  NIL  NIL  |(-1  Ml 
EXCELLENCE  NIL  NIl  #1-1  I)) 

,  . : .  i  u  MOTIVATION  NIL  NIL  (#(  I  1])  NIL  ((COMMENT  "Haunui!  and  Oldham  ))) 

job  satisfaction  nil  nil  #[-t  Mi 
.need  fulfillment  nil  nil  #(-i  t)i 
REALIZATION  OF  POTENTIAL  nil  NIl  #(-!  1  ]  ) 


¥ 


V.  *  ,  V  ,  H  t  '  A  r 


(SELF  REALIZATION  NIL  NIL  #[-1  1 J ) ) 

(  )) 

(ORG  CLIMATE  VAR  CALC 

L'HuLT  " 29- J an- I  98  7  9 . 3 i  : 3  5 "  "HOLT"  "10-Mar-1987  1  2  40  21  ") 

(CL IMATE  CALC) 

((classes  gener icuni ts) ) 

N  I  L 

( (COMM. EFFECTIVENESS  calc 
( LAM80A  (THISUNIT) 

( PUT  .  VALUE  TM I  SUN  I T 

' COMM  EFFECT  I VENESS 

(AVERAGE  OF  (LIST  (AVERAGE. OF  (LOOP  FOR 

PERSONS 

I  N 

(GET  VALUES  THISUNIT 

'MEMBERS  OF  ORG 
' VALUE 
'  OWN  ) 

COLLECT 

(GET  VALUE  PERSONS 

'COMM  EFFECTIVEN 

:ss 

' VALUE 
’ OWN ) ) ) 

(LOOP  FOR 

SUBORGS 
I  N 

(GET  VALUES  THISUNIT 

'SUBORDINATE  ORGS 

' VALUE 

'OWN) 


COLLECT 

(GET  VALUE  SUBORGS 


METHOD 

METHOD) 

(  1  NO  ORG  CONTROL  CALC 

(  LAMBDA  ( Thi SUN  1 T ) 

(PUT  VALUE  THISUNIT 

'  1  NO . ORG . CONTROL 

(AVERAGE  OF  (LIST  (AVERAGE. OF  (LOOP  FOR 


'COMM  EFFECTIVENESS 
'VALUE 

'OWN) )  )  )  ) ) 


PERSONS 
I  N 

(GET  VALUES  THISUNIT 

MEMBERS  OF  ORG 
'VALUE 
'  OWN  ) 

COLLECT 

(GET  VALUE  PERSONS 

'IND  ORG  CONTROL 
'VALUE 
'  OWN  )  )  ) 


( LOOP  FOR 

SUBORGS 
I  N 

(GET  VALUES 


COLLECT 
(CET  VALUE 


T  H 1  SUN  1  T 

SUBORDINATE  ORGS 
value 

'  0  W  N  , 


InD  ORG  CONTROL 


OWN )  I  )  )  )  ) 
mE'hOD 
m  £  T  HOD ) 


I 
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( interpersonal  R £ l  calc 
( lamBOa  (thisunit) 

(PUT  VALUE  thisunit 

•  INTERPERSONAL . rel 

(AVERAGE. OF  (LIST  (AVERAGE  OF  (LOOP  FOR 

PERSONS 
I  N 

(GET  VALUES  THISUNIT 

'MEMBERS  OF  ORC 
’ VALUE 
Gian  ) 

COLLECT 

(GET  VALUE  PERSONS 

'  INTERPERSONAL  R 


METhOD 

METHOO) 

( JOB . EVALUATION  CALC 
(LAMBDA  (THISUNIT) 

(PUT  VALUE  THISUNIT 

’  JOB  EVALUATION 
(AVERAGE  OF  (LIST 


’  VALUE 
' OWN ) ) ) 

(LOOP  FOR 

SUBORGS 
I  N 

(GET. VALUES  THISUNIT 

' SUBORD I  NATE . ORGS 
' VALUE 
OWN  ) 

COLLECT 

(GET . VALUE  SUBORGS 

' INTERPERSONAL  REL 
’ VALUE 
■OWN)))))) 


(AVERAGE. OF  (LOOP  FOR 

PERSONS 


'  OWN  III))) 

M  t  T  H  0  0 

M i I hOD ) 

.  E  a  0  E  ft  SUPER  CALC 
! i a  mud  *  ( T  h | Sun | t ) 

(Put  value  thisunit 

'  leader  super 

l  a  V  l  f<  A  o  c  U  1  i  L 


(GET  VALUES  THISUNIT 

’ MEMBERS  OF . ORG 
' VALUE 
’  OWN  ) 

COLLECT 

(GET  VALUE  PERSONS 

’  JOB  Eva  LUAT I  ON 

•value 
•  Own  )  )  ) 

(LOOP  FOR 

SUBORGS 

I  N 

(GET  VALUES  TH] SUNI T 

'SUBORDINATE  ORGS 
'VALUE 
'  OWN  ) 

COLLECT 

(GET  VALUE  SUBORGS  JOB  EVALUATION  'val 


(  A  V  L  p  A  L 


f  Lift1 

PERSONS 

!  N 

(GET  values  Thisunit 
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F: 


•J 


>> 

v‘  ■ 


k- 


•members 

•value 

■  OWN  ) 


OF  ORG 


(LOOP  FOR 

SUBORCS 

IN 

(GET .VALUES 


■OWN)))))) 

METHOD 

METHOD) 

(OVERALL .CLIMATE  CALC 
( LAMBDA  ( Th [ SUN  1 T  ) 

(PUT  VALUE  THISUNIT 

•  OVERALL .CLIMATE 
(AVERAGE. OF  (LIST 


COLLECT 
(GET. VALUE  SUBORGS 


COLLECT 

(GET  VALUE  PERSONS 

•  LEADER 
1  VALUE 

•  OWN ) ) ) 


TH1SUN1 T 

• SUBORO I  NATE . ORGS 
■  VALUE 
•  OWN  ) 


SUPER 


LEADER  SUPER  'VALUE 


LUE  OWN)))))) 

ME  I  HOD 
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(PERSONAL  NEEDS  CALC 
I  LAMBDA  (  TH I  SUN  I  T ) 

(Put  value  thisunit 

■personal  needs 

(AVERAGE. OF  (LIST 


(AVERAGE. OF  (LOOP  FOR 

PERSONS 

IN 

(GET. VALUES  THISUNIT 

'MEMBERS  OF  ORG 
' VALUE 
•  OWN  ) 

COLLECT 

(GET  VALUE  PERSONS 

'OVERALL  CLIMATE 
’ VALUE 
' Own ) ) ) 

(LOOP  FOR 

SUBORGS 
I  N 

(GET  VALUES  THISUNIT 

•  SUBORD 1  NATE . ORGS 
’ VALUE 

•  OWN  ) 

COLLECT 

(GET  VALUE  SUBORGS  ‘OVERALL  CLIMATE  ' VA 


( AVERAGE  OF  ( LOOP 


FOR 

PERSONS 
I  N 

(GET  VALUES 


COLLECT 
(GET  VALUE 


TH I  SUN  I  T 
' MEMBERS 
'VALUE 
’  OWN  ) 

PERSONS 
' PERSONA  I 
■  /ALUE 

jwn  )  )  ) 


OF  ORG 


NEEDS 


( LOOP  FOR 

SUBORGS 

I  N 


UE  ‘ OWN )))))) 

METHOD 
METHOD ) 

( PHYS I  CAL  ENV I R  CALC 
(LAMBDA  (THISUNIT) 

(PUT. VALUE  THISUNIT 

' PHYS I  CAL  ENV 1R 
(AVERAGE  Of  (LIST 


ILtl  VA  LUtb  F  H I  SUN i  T 

' SUBORD I  NATE  ORCS 
'  VALUE 
'  OWN  ) 

COLLECT 

(GET  VALUE  SUBORGS  'PERSONAL  NEEDS  'VAL 


(AVERAGE  OF  (LOOP  FOR 

PERSONS 


UE  'OWN)))))) 

METHOO 
METHOD ) 

(SEWARO  SYS  CALC 
(LAMBDA  (THISUNIT) 

(PUT  VALUE  THISUNIT 

'REWARO  SYS 
(  A  V  t  H  A  G  E  OF  (LIST 


(GET  VALUES  THISUNIT 

'MEMBERS  OF  ORG 
'VALUE 
'  OWN  ) 

COLLECT 

(GET . VALUE  PERSONS 

•physical  envir 
■  value 

,  '  Own  )  )  ) 

(LOOP  FOR 

SUBORGS 
I  N 

(GET. VALUES  THISUNIT 

'SUBORDINATE  ORGS 
' VALUE 
'  OWN) 

COLLECT 

(GET  VALUE  SUBORGS  PHYSICAL  ENVIR  'vaL 


(AVERAGE. OF  (LOOP  FOR 
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(LOOP  FOR 

SUBORGS 
I  N 

(GET  VALUES  THISUNIT 


(GET  VALUES  THISUNIT 
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'  OWN  j 

COL  I  FC  T 
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( PUT  VALUE  Th | SUN  I T 

’STANDARDS  COALS 

(AVERAGE  OF  (LIST  (average  OF  (LOOP  for 

PERSONS 
1  N 


(GET  VALUES  THISUNIT 

members  of  ORG 

■  value 

■  OWN  ) 

collect 

(GET  VALUE  person; 

'STANDARDS  goals 
•  VALUE 

‘ OWN  )  )  ) 

(LOOP  for 

SUBORGS 
I  N 

(GET  VALUES  THISUNIT 

’  SuBORD  I  NATE  ORGS 
' VALUE 
'  OWN  ) 

COLLECT 

(GET  VALUE  SUBORGS  ’STANDARDS  GOALS  ' VA 


LUE  ’ OWN )))))) 

METHOD 

METHOO) 

( STRESS  CALC 
(LAMBDA  (THISUNIT) 

(PUT. VALUE  THISUNIT 
'  STRESS 

(AVERAGE. OF  (LIST  (AVERAGE  OF  (LOOP  FuR 

PERSONS 

IN 


(GET  VALUES  THISUNIT 

MEMBERS  OF  ORG 
' VALUE 
'  OWN  ) 

COLLECT 

(GET  VALUE  PERSONS 
’  i  TRESS 
' VALUE 
’ OWN ) ) ) 

(LOOP  FOR 

SUBORGS 
I  N 

(GET  VALUES  THISUNIT 

’SUBORDINATE  ORGS 
’ VALUE 
'  OWN  ) 

COLlECT 

(GET  VALUE  SUBORGS  STRESS  'VALUE  'Own) 


III) 

ME  T MOD 
METHOD) ) 


(Climate  VARIABLES 

"mQlT  ’  "27-000-1987  11  55  43"  "HOLT"  " J-Feb-1987  23  07  53") 

!  VARIABLES) 

(C>.a3SES  GENERlCUNl TS) ) 

N  I  L 

,  ; JMM  EFFECTIVENESS  NIL  NIL  #[-1  1)  nil  (  (cardinal  I  Tv  max  (1)1  (CCMMLNl  Sec: 

iir  i  3  h.  ;  ■ )  i  ) 

l  I  NU  jRG  LON  I  KUL  NIL  NIL  |  l  -  1  'j  NIL  (I  LARD  I  NAl  I  I  I  MAX  II  |  I  I  CIJMMl  III  S  e  -  r  ,  i 
13  8  3  I  )  I 

(INTERPERSONAL  REL  NIL  NIL  f(-1  l)  NIL  (  (CARDINAl  I  1  I  MAX  (l|)  (COMMENT  Seer 
SI  1383'j;) 


LaTaj  ;■ «  .y.  y. .n  „  A .'r  -V  l*n  ->-*e 


m  u  ■  Lpm 


■sr 


g 


$ 
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K- 

v. 

t:- 

v; 
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(  J  08  EVALUAT ion  nil 
N  I  L 

#(-i  n 

N  1  L 

((CARDINALITY  MAX  ( 1 ) )  (COMMENT  “Hackman  ana  Oldham  1980“))) 
(LEADER  SUPER  NIL  nil  # (  -  1  I]  NIL  ( ( C ARD I NA L 1 T r  MAX  (1))  (COMMENT  'Secrist  19 
8  3))) 

(PERSONAL  NEEDS  NIL  NIL  J(-l  l]  NIL  ((CARDINALITY  MAX  (I))  (COMMENT  "Secnsl 
1983“))) 

(PHYSICAL  ENVIR  NIL  NIL  #[-1  t]  NIL  ((CARDINALITY  MAX  (l))  (COMMENT  ''Secrist 

1983“))) 

(REWARD  SYS  NIL  NIL  /[-I  1]  NIL  ((CARDINALITY  MAX  (I))  (COMMENT  “Seer,  si  1983 

"  )  )  ) 

(STANDARDS  GOALS  NIL  NIL  #[-1  1]  NIL  ((CARDINALITY  MAX  (1))  (COMMENT  “Secrist 

■983“))) 

(STRESS  NIL  NIL  #[-1  1]  NIL  ((CARDINALITY  MAX  (1))  (COMMENT  “Seer. st  1983“))) 


(ORGANIZATIONAL  ELEMENTS 

i  1  m  0  L  T  “  1 27-Jan-l  987  1156  22"  “HOLT"  “21-Apr-I987  14  17  05") 

((ENTITIES  GENERIC UN  ITS)) 

((Classes  genericunits)) 

N  1  L 

, (MEMBERS  OE  OR G  NIL  NIL  (INDIVIDUALS)  NIL  NIL) 

(overall. climate  nil  nil  (/f[-i  i])  nil  ((cardinality  max  (i)))) 

(Overall  performance 

N  I  L 
N  I  L 

<#M  'I) 

N  1  L 

l (card i nal I ty  max  (  i  ) ) 

(COMMENT  "The  Bottom  line  of  all  performance  measures  See  performance  »er 

g  n  t  s  )  )  ) 

i,  PERFORMANCE  WEIGHTS 
(ACHIEVEMENT  EFFECTIVENESS 
EFF IC I ENCY 
EXCELLENCE 
jOB  MOTIVATION 
jCB  SATISFACTION 
NEED  FULFILLMENT 
REALIZATION  OF  POTENTIAL 
SE  l  F  REAL  I ZA  T I  ON ) 

N  I  L 
N  !  L 
N  I  > 

! i C GUM ENT 

T  r.  i  s  weights  the  relative  importance  at  the  xonouj  performance  measures 
in  aetermining  OVERALL  performance  "))) 
l  rB ORDINATE  OR:  WEIGHT 

N  !  u 

i  : R G a N I ZA  T I ONS  ) 

N  i  L 

.  ( : OMUENT 

" T  r  s  ««  i  gnt  ;  the  relative  importance  of  this  d  jan.  jo!  ions  SuPjnits  n  a  e 
t  -  -  t  ,  n  .  n  g  the  performance  j  <  t  r  s  unit  ‘  >  }  ) 

j  S  1  R  D  I  N  A  T  E  op:  3  NIL  nil  l  ORGAN  I  ZAT  K'  -  ,  nil  nil:. 


✓  -r.  <r . 


V  -V  -  “m  .V  a  a  3-a  *  aj* m  jL a 


APPENDIX  17 


HYPOTHETICAL  SITUATIONS 


T Ho  following  hypothetical  situations  were  used  to  validate  trie 
expert  system.  Managers  vie  re  asked  to  consider  each  situation  and 
indicate  how  the  situation  would  affect  their  org  inizution  for  each 
of  the  performance  measures  on  the  following  scale: 


Ore  at 
Decrease 

SI ight 
Decrease 

Ho 

Change 

Slight  Oivit 

Improvement  Improve, lent 

Achievement 
(Hard  work, 
Producti ve) 

1  .  . 

.  .  J  . 

.  .  .  . S 

Effect! veness 
( Doing  right 
joo) 

1  .  . 

.  .  '1  .  . 

.  .  J  . 

.  .  •  i . ') 

Efficiency 
(Avoid  wasted 
effort) 

I  .  . 

9 

•  •  •  • 

.  .  T  . 

.  .  .  \ . s 

Excel  1 ence 
( Doing  goal i ty 
work ) 

1  .  . 

9 

•  •  i.  •  • 

.  .  3  . 

.  .  .  1 . s 

Realization  of 

Po  ten ti a  1 
( Moti va ted , 

Best  possible) 

1  .  . 

.  .  1  . 

.  .  .  J . r» 

lot)  Satisfaction 
(Jot)  interest, 
Successfu  1  ) 

1  .  . 

? 

.  .  1  . 

i  r 

.  .  .  . . > 

Deed  Fulfill,, tent 
(High  morale, 
meaningful  work) 

1  .  . 

.  .  ?  .  . 

.  .  i  . 

.  .  .  1 . S 

Se 1 f-real ization 
( Sel  f-estee.a, 

Co,  ipeten  t ) 

i  .  . 

*  '  2  ’  * 

.  .  1  . 

.  .  .  1 . s 
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(improve!  a  little,  increase  a  lot,  decrease  (worsen)  .1  little  or 
decrease  a  lot.  The  attitudes  in  each  category  follow  eucn 
si tuation. 

Situation  1. 

You  have  received  an  improved  method  of  communicutiruj  with  your 
employees.  (This  could  be  a  now  intercom,  new  handheld  radios  or 
some  other  method  appropriate  for  your  work.)  It  is  now  easier  for 
you  to  contact  them  and  for  them  to  contact  you. 


Decrease  a  Lot  Decrease  a  Li ttle  Increase  a  Little  Increase  a  Lot 


INFORMATION, 

liTATT 


fa  sTress 
variable) 


BELIEVABLE. COIlil  ACCURATE  .COtli  l 

□ran  wmrsTw  Tiirarf ncetoti k r $ 
uramft . FTEfiOTr  sattsf rro: coi i, r~ 


fiEEiTTfiirr 


“thfujeitce 

NEEinrnirr~ 

nivncvodEtiT 


CnRftrSPTTMEl  Y 

hototi" 


mrnrmATiDN. 

(TFCTSTDTfS - 

GRDmrrromfT 
TOpnFiiminRK 
TfiFTnnir.r 


invnrvEUFfiT 

FFFDTTACir 


niRRnrr.  equip 

Fnmonnip>fi-NT 


ANSWERS. AVAIL 
WAIT  .'fill'O 
tuf.qtav  1  [  r 


Situation  2. 


You  received  new  directives  fro, a  superiors  'which  dictate  how 
your  work  group  will  be  organized,  how  your  work  will  he  done  and 
v/ ho  will  do  the  work .  The  stringent  directives  are  understandable 
and  have  very  little  flexibility. 


Decrease  a  Lot  Decrease  a  Little  Increase  a  Little  Increase  a  Lot 


PARTICIPATION.  BELONGING 

"Torrcy  jwrnP7rrioN. 

RESTRICTIONS  ITEXTSTiTlTS 
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SUPERVISION  PCSF7)7rS~ 

SELF .  CONTROL  PE1TSUML 
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nifrnr.icE 


TWEPEUOEfJT. 

TTTTnmn — 
INFTITEJJCF 
ITTVDLVEfOT 


> 

J 


1% 


Situation  3. 


You  are  directed  to  start  a  new  policy  ./here  each  employee 
picks  the  work  lie  wants  to  do  and  sets  his  own  work  schedule,  lie 
will  decide  when  he  will  finish  the  work. 


Decrease  a  Lot  Decrease  a  Little  Increase  a  Little  Increase  a  Lot 
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APTOOTBITSY 
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tlEfmTFIOORK 


GET. ALONG 
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UFOTTFTTir: 


nTFFTCTJL  T .  WORK 


IlLLw  •  I  WI\  .LLJJ  • 

STTPFRV I S I  orr 
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OTTCEIT 


FXFETT7TTI0MS 

NEFfTFOFTRK 


LEVEL. SUPERVISION 
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CWDmiTS 

irFFITIFTClTOlGE 

imrnrcrrwr. 

tottcy 
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w:c  TTrTTrTTTL — 
UFTnUTW."  RFSP'ONS 


iJEl.OllGlNG 
FATR!irsir 
pwiaFATiofj. 
“OitcISlOiTT 
PIERS  VIAL.  ‘ 
rilUGlSlL'llT 

UlDFPFMnETrr. 

TIDn-Tllf 
OVERT  lADE’O 
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Situation  4. 


Two  of  your  employees  nave  a  major  disagreement.  The  other 


employees  in  your  group  have  strong  opinions  about  it.  They  all 


become  very  uncomfortable  whenever  the  subject  is  nrougnt  up. 


Decrease  a  Lot  Decrease  a  Little  Increase  a  Little  Increase  a  Lot 


FREEDOM. OF .  ACCURATE .COMM 
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%*  C'/v  * v*  ***y ."-‘'V v^***!! 
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Situation  5. 


You  are  told  to  have  your  employees  neet  for  one  hour  of  free 
time  each  week.  They  can  use  this  tine  to  play  cards,  discuss 
personal  interests,  get  to  know  each  other  or  participate-  in  any 
other  social  activity. 


Decrease  a  Lot  Decrease  a  Little  Increase  a  Little  Increase  a  Lot 
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l^PTOTU) 
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FIFETTFDRT 
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fjEnrFnir7\ramr~ 


“WlTRnTPinTlIGS 

FEEMAFFT 

TTOIPTFEEDUACK 

WFlTTOADED 


■Tf 


Si tuation  S . 

You  receive  a  new  supervisor  who  really  knows  the  work  your 
group  does.  He  makes  good  decisions  and  handles  difficult  problems 
well.  He  is  well  liked  by  all  your  employees. 

Decrease  a  Lot  Decrease  a  Little  Increase  a  Little  Increase  a  Lot 
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K55TCRMENT 
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HFFOTTOR. 
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RESiwmiiLiTY 
UETDnrnnRR — 
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ITVERUTATjET) 
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TQimMsr.tr 

COAL'S 

COfIFtlSF'). 

“EXPECTATIONS 


mmmz 
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Situation  7. 

Your  organization  receives  a  very  large  amount  of  l.ioorious, 
uninteresting  work.  The  work  is  not  very  important,  out  lust  still 
be  done.  The  work  is  highly  repetitive. 


decrease  a  Lot  Decrease  a  Little  Increase  a  Little  Increase  a  Lot 


ABILITY. TO. D'l. 

IFTftlx - 

KfinnmnL.DF.  i  m 
znnfncrvmrr 
nsrr^FTiirsoTTiirr.s 


Si tuation  3. 


A  reonjani zatiori  forces  your  work  group  to  ;iove  to  <1  lif  lereiit 
work  location.  The  new  location  is  not  very  well  suited  for  your 
type  of  work.  Several  things  prevent  you  or  your  group  fro;.i 
improving  the  work  area  for  soue  ti::ie. 


Situation  0. 


Situation  10. 


For  some  reason,  people  iri  your  organization  have  stopped 
talking  to  each  other.  They  do  not  share  infer; iition  ihout.  the  job. 
It  seems  hard  to  get  information  from  them.  When  they  do  talk,  you 
can  not  always  believe  what  they  say. 


Decrease  a  Lot  Decrease  a  Little  Increase  a  Little  Increase  a  Lot 
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TOTrrDTT" 
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Situation  11. 


Your  oryani  zatlon  receives  a  new  piece  of  equip:  lent  tout  ./as 
badly  needed.  The  equipment  could  be  office  equipment,  shop 
equipment,  tools  or  a  motor  vehicle.  You  have  control  of  tin:  new 
equipment. 


Decrease  a  Lot  Decrease  a  Little  Increase  a  Little  Increase  a  Lot 
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y.y. 

'v.V' 


PS 


205 


Situation  12. 

A  new  supervisor  arrives.  He  Hoes  not  believe  in  giving  out 
rewards,  lie  does  not  like  certificates  of  recognition,  plaques  or 
thank-you  letters.  He  has  stopped  giving  tine  off  work  and 
incentive  pay  as  rewards. 


Decrease  a  Lot  Decrease  a  Little  Increase  a  Little 


SIIP. 

APPRECIATIVE 
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~mmir.NCE 


Situation  13. 


?{)b 


You  are  told  to  take  a  lot  of  time  and  to  work  v/itii  eicli  of 
your  employees  and  supervisors  to  develop  a  new  work  plan  for  your 
group.  The  work  plan  will  outline  the  standards  and  goals  for  work 
in  your  area. 


Decrease  a  Lot  Decrease  a  Little  Increase  a  Little  Increase  a  Lot 


RESTRICTIONS 


UNCLEAR. RE SPANS 

ACCURATE  .CO  'IM 
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mrrnnRT 
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pTRWMrr- 

WEPWOTilELY 

UEEDEDTl/lRlT 

rnnoFRFM  t 

EATTSFrEDTCJniT 

‘irnrECiEorjiR: 

iNiTEPTfmn-rr. 

nroifFTiFi7T - 

TFTOiTcTll  T 

FATfWESS" 

cofirrrnr 

astthimeut 

~  HFSPmrc  ~~ 

coHFrrcrmciTAMDs 

parttctpatiou. 

minrsnTFrATiMTTo 

fTFCTSTiTTS - 

CTMFETETJT - 

pARTnrrpATDu. 

CWriflETTTS 

“■pnncy - 

FFFTi.TATR 

liionm. 

RRmnrrrEDHACK 

STOTTriCAflCE 

EMTOV.  “  ■"  ~ 
CTTAlTLEIinE 

TRTvnnrnm 

WTWXFPTaTTCE 
SUPTAPPRl'CTAT  TV  L 
STT PTCiYH  P  E  IT  AT  TV  f~ 
W. SUPPORT rvr  ■ 
ABTmY.TTJOO . 

“  TTOTU7 

KNTnUFDGE.  )F..W!i 

(TvrnnTAnt'nr 
nnnrcFTSATY . 

RTTETr - 

ave.ilai.iw  to  DiHJ  doos 
pwt  it  hilly  k-crible  r-  plod  notion 


’ -.V-V fc«. 


AvV-X 


'  ,  v  -y  ,.*v 

JV  v\J^Aa«'uV  u£W.  u“W.x 
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Situation  11. 


A  new  supervisor  arrives.  He  starts  making  a  lot  of  new 
policies  aoout  things  that  do  not  have  anything  to  do  with  Hie  work. 
It  is  not  clear  wild t  is  expected  and  you  often  get  conflicting 
directives.  At  the  same  time,  you're  pressured  to  do  more  work  and 
do  it  faster. 


decrease  a  Lot  Decrease  a  Little  Increase  a  Little  Increase  a  Lot 
CTIRJSED.  OPEN.  NEEO.FOU.  C.1IJFL  1C  T . 

Ewrrnrm'is  unnuum  cat  inns  n^rvriKtu  “nrcwCTF'iT 
ivoniwsrri  sATrsFirnro-cr-  m:Fn:rnivrn:Tr  odrricr. — 
nrrcnrss  “tfcuiuty  irtMvtm's' 

ffAir^OiniT.  IIEFO.FTR  i’S’ELF.  PUFSSHkf- 

— KFSPOJir"  — CTTfTTlTTi: .  . . . 

P  ATFTTTTPTr  1 3M .  vonmFTU  TR!C 

“rrirrcY  appotoitw 

trust  i  f  jmrn  iAT  ro_  *f  .avail 

OTT. OF. PEOPLE 
u^fpTATm — 
mranrsnccTioM 

nmirmFirr - 

“TTCHW- 

riTCPEnnrHT. 

— rTFHRTTn — 

Slll^.  ACCEPTANCE 
SUF7 WfTFCTATTV  E 

wrurroPETTAT  nrr- 

S0PT17FLTFITU - 

rmpiTfiFinr 
ffmTFrffnirrn'oALS 
that  .  A'crnrvTHO'r 

FTFFTnTFIlTT  FT  OFTTTiT . 


A  _N  A  „ 


Situation  15. 


Your  organ i  zati on  is  given  a  significant  a..unint  of  money  to  use 
for  recognizing  good  employees.  The  money  can  be  used  for  plagues, 
certificates,  time  off,  social  events  or  cash  awards.  You  have 
control  of  the  money. 


Decrease  a  Lot  Decrease  a  Little  Increase  a  Little  Increase  a  Lot 

HEED.  FDR.  ACCURATE.  CM  1  CD.  1PI  I .  IldlTS 

CTTiPrTTTE  UTS  WWlfSTAVATL  FTtnll  \C.V, 

UErT)7PW;FEETTl3ACK  fTAMCEITETTr.'  P.IWlP'.m'llliACK 

H'FFTTTITirrPTWTrTTTF  ~1TFSFT)TTF~  FAYTTPlF - 

HETT5TFTTOFIT:  MAFIffiEnffTr.  - 

nnmuTi -  — simroTrr~ 

IJSOTFTRFSDIIRCES  EHTWTEHT 

cwnmirs 

nw\nriniT. 

FITTER  IT — 

T  ATHTTSTFIT I  f  I  c  am  c  e 

snFFTOFcmivi: 

5nF75in>pwrvF'“ 

WTEunTrnJT-WEY 

MTTTrofTAr.in:Ti:Y 

iTTACTTTClirEVrUHTf 

rDTIFTTUT7?Ai.lJES 
P1TF5STTKF . 


mtnp 
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Your  organization  is  assigned  a  very  important  project  '.nit 
■will  receive  a  lot  of  attention  fron  important  people.  The  job  is 
hard  but  within  ttie  capabilities  of  your  employees.  A1  ..lost  every 
one  of  your  employees  will  be  involved  on  this  highly  visible  work. 


Decrease  a  Lot  Decrease  a  Little 

SUP. COOPERATIVE 
F!7P7AIXFFTA>TrF~ 
wnrrcTSTTr- 

TIFFirFTfn - 

ciTArrrTTGE 

"TnnprnTEMTs 
iiEorrmn — 
fJTFFTCIlLT .  WORK 
H  EFOTFOTT  PAY.  TTTTE 

TiTPTR;  wtvwjnjit 

DTCTTOF':  mFCTTff  ffTF 
DTfFCFMTTTnPTTfla 


Increase  a  Little  Increase  a  Lot 


ACCURATE. CO  VI 

imrrrmi — 

T  ’IFCTTOi  (LET: )  r  1 1 E  R 

nFununnirr - 

TiTTTFT - 

FlTflPlAIMTS 

1TFSTRFTF1W1GE 

nTFSTrrrsFTGTTo  u 

FlimiPTF'T'TRiT - 

miDWERATTVE 

GlWTTtn - 

HFWRTGFIJL  .WORK 

PTirsmiAc; - 

ACCflMPI.  I  SUilEIlT 

TASKTTDl'HTrTY - 

FinTiorrtiraiRK 

— 

WPTSTIPPORTP/F 
FfTriTTniTAc: — 
FJOTFl  HTH  r 
AnnnTnorAr^ntirY 

AAV  ArTCF  JETT - 

rTTPTTniT" 

catpotitts 
FTFnrr.Anf7 — 
fr'ouptffequack 

T1  iPTTFFST  VFTU0R1 ; 
pFRmniAtiCF: — 
ifATnro — 
AORFFAliTE  .OOAI  S 
niJFTTSFfT: 

EXPFFTATruiS 
GoACTACiTrrvnnir 
PFFFSTITTF - 


Situation  17. 


You  are  given  a  new  assignment  for  your  work  group.  I  his  work 
is  a  little  different  than  what  your  employees  normally  do.  Because 
of  tine,  yoii  are  forced  to  do  the  work  right  away.  You  assign  the 
work  but  do  not  have  tine  to  explain  the  whole  job  to  everybody. 


Decrease  a  Lot  Decrease  a  Little  Increase  a  Little  Increase  a  Lot 


PROUD  .COORD 
FTFIRTACK 

mrmzE. 


C0HFTT5D). 

ETPEnTriO.'IS 


ACCURATE.  COi-lit 
^ETJOrSTAVATT 
WATL.T1F0 - 


MEED. FDR. FEEDBACK 

nErTrroir - 

mFUTClTCE 


ueu  imnuF.co.-iii  uLErrFmrFFLF . 
cTiTTRrs'rmnrrr  Tnrrnrnc - 


wrsnrnTcoiiM 


coNFrrnr 

— asstotemt 


MAlTFfTniFTT . 
“KFSPTfJIS- 
COTFUTflTS 
TORTHW — 
nFAUITnTFlJL  .UORK 


TNFORiiATI  0:07  A  I L 

mTcmTorspo- 


FlTlF^n:EPTAnFF~ 

WXiOtTSTOFR  AT L 


A0VAT1FFIE7TT 

unnprrnFnTC 
inrmFTEFmTACK 
(To  ALTA'ClTTFVFnFM  T 
FfFTiTCFnFETnTTTFiT 


WORK  TTOFfTTI  T  Y 


Situation  13. 


A  new  supervisor  arrived.  This  supervisor  wants  to  jet  the 
work  done  right.  He  clarified  work  responsibilities  and 
expectations,  lie  also  did  away  v/i  Lh  so;ae  of  the  confusing  policies 
of  the  past. 


Decrease  a  Lot  Decrease  a  Little  Increase  a  Little  Increase  a  Lot 


C0I1FLICT. 

/rsrrmiTTTEHT 


O UMI  L  I  • 
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“HFSPHTS 
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APPENDIX  10 


COMPUTER  LISTING  OF  SPECIAL  FUNCTIONS  AND  FUZZY  ALGORITHMS 


This  appendix  lists  the  LISP  computer  code  defining  the  special 


functions  and  constants  used  by  the  consultant 
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.  .  . 

ModeZetalisp;  Package 

K  E  E  ;  Base: 10 

(  d  e  f  v  a  r 

maxronge  1.0) 

; Ma  x ifflun 

of  input  values 

(del var 

max. answer  7) 

; Ma  x i mum 

input 

o  n  s  we  r 

(  d  e  f  v  a  r 

ntin.on  swe  r  1  ) 

; M i n i m  um 

input 

answer 

(delvor 

mid. answer  4  ) 

; M i d  d l e  value 

of  answers 

(  d  e  1  v  a  r 

positive  01) 

.Constant 

t  o  i 

ndicate  a  posi 

live 

n  um  b  e  r 

(def  var 

negative  -0.1) 

; Cons  t  on  t 

t  o  i 

ndicate  a  negative 

numb e  r 
(  d  e  f  v  a  r 

high  0.5) 

,  Cons  t  on  t 

t  O  1 

ndicate  a  high 

v  o  l 

u  e 

(del var 

low  -0.5) 

; C  on  s 1 0  n  t 

t  o  i 

ndicate  a  low 

v  o  1  u 

e 

(defvar 

reo 1 . h i gh  07) 

;  Cons  t  on  t 

i  n  d  i 

eating  a  very 

h  i  gn 

value 

(defvar 

value 

reel . lox  -07) 

{Constant 

i  n  d  i 

coting  a  very 

1  ow 

(defvar 

plus. root  1  5) 

; The  root 

used 

by  plus,  ave 

;  a  n  d  n  e  g 

a  v  e  i 

n  fuzzy  algori 

t  hm  s 

(defvar 

plus. plus. root  2.0) 

;  The  root 

used 

by  plusplus. 

ave 

;  a  n  d  n  e  g  . 

neg.ave  in  fuzzy  olgori 

t  hm s 

(defur 

countatoms  (a) 

; Ut  i  1  i  t  y 

to  count  size  of  a 

list 

(cond 

((null  a )  0 ) 

((Stringp  a)  0) 
((symbolp  a)  0) 
((NumberP  a)  1) 

(t  (+  (countatoms  (car 

o ) ) ( c ou n t o t oms  (cdr  a)))))) 

(defun 

overage. of  (a. list) 

.Average 

of  the  numeric  values 

(prog 

(count) 

: i n  o  list 

(setq  count  (countotoms  a.  list)) 
(return  (cond  ((<  count  1)  0) 


.List  empty 


(  t  (  %  d  i  v  (sum.  o  list)  count)))))) 

( de  f  un  sum.  (s) 

(cond  ((null  s)  0) 

(  ( S  t  r  i  ngp  s )  0 ) 

((symbolp  s)  0) 

( { Numb e  r  p  s)  s) 

(t  (  +  (sum  (car  s))(sum.  (cdr  s)))))) 


(detun  greater  than  (a  b) 

(cond  ((null  a)  nil) 

((null  b)  nil) 

((listp  o)  (greater. than  (average  of  a)  b)) 
((listp  b)  (greater  than  a  (average. of  b  )  )  ) 
(  (  >  a  b  )  t  ) 

(  t  nil))) 


Special  greater  than 
to  avoid  null  problems 


I 

u 

i.--. 


(  d  e  t  u  n  less,  than  (a  b) 

( cona  ((null  a)  nil) 

((null  b)  nil) 

((listp  <j)  (less  It' an  (overoge  u  t  a}  b)) 
((listp  b)  (less  than  a  (average  of  b))) 
i  (  v  j  b  )  t  ) 

( t  nil))) 

(defun  more  (a  list) 

(prog  (count) 

(setq  count  (countatoms  a  list)) 


.Special  less  than 

.to  ovoid  null  problems 


,A  fuzzy  algoritm  to  increase 
,a  voiue  a  tittle 


Copy  available  to  DT1C  doee  ool 
permit  hilly  legible  reproductk* 
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*5  "  • 


fc:' 


v>. 

t.'T 

I 

% 

V  r, 

r»  .r* 

«*-?• 

v-  ^ 


v<- 


fcs 


(return  (cond  ((<  count  1)  0)  ;list  empty 

(  t  ( •  ( -  (Ediv  (plus  sum.  root  o.list)  count)  0  5)  2)))))) 

(defun  plus  eum. root  (s) 

(cond  ((null  s )  0) 

((atom  s  ) 

(cond  ((<»  3  -1)  0) 

(t  (exp  (Xd i v  (log  ( +  (J.div  s  2)  0.5))  plus,  root))))) 

(t  (+  (plus  sue. root  (car  s ) ) ( p I u s . s urn  .  r oo t  (cdr  3)))))) 


(defun  much. more  (a. list) 

(prog  (count) 

(setq  count  (countotoms  o  list)) 
(return  (cond  ((<  count  1)  0) 

(  t  (  •  (-  (55div  (plus 


))) 


;A  fuzzy  algorithm  to  increase 
; a  value  a  lot 

; L i s  t  empty 

plus. sum. root  o.list)  count)  0  5)  2))) 


(defun  plus ■ p I  us  .  sum .  root  (s) 

(cond  ((null  s)  0) 

((atom  s  ) 

(cond  ((<-  s  - t )  0) 

(t  (exp  (%div  (log  ( ♦  (%div  s  2)  0.5))  pi  us . pi  us .  root  )  )  )  )  ) 
(t  ( +  (plus . pi  us . sum. root  (car  s) ) ( p I  us . p I  us . sum . root  (cdr  s)))))) 


(  d e  f  un 
(prog 


ess  (a. list) 

(count  ) 

(setq  count  (countotoms  a.  list)) 

(return  (cond  ((<  count  1)  0) 

( t ( •  ( -  (%d i v  ( neg . s  um 


;A  fuzzy  algorithm  to  decrease 
;  a  value  a  little 

;  L i 3  t  emp t  y 

root  a  list)  count)  0.5)  2)))))) 


(defun  neg  sum  root  (s) 
(cond  ((null  s)  0) 


((atom  s ) 

(cond  ((<*  s  -1)  0) 

(t  (exp  (•  (log  (♦  (JSdiv  s  2)  05))  plus,  root))))) 
(t  (  +  (neg.  sum.  root  (car  s)  )  (neg  sum.  root  (cdr  s)))))) 


(defun  much,  less  (alist) 

(prog  (count) 

(setq  count  (countatoms  alist)) 
(return  (cond  ((<  count  t)  0) 

(  t  (  •  (  -  (%div  (neg. neg 


) 


;A  fuzzy  algorithm  to  decrease 
; a  value  a  lot 

.List  empty 

sum. root  0  list)  count)  05)  2))))) 


(defun  neg  neg  sum  root  (s) 

l cond  ((null  s)  0) 


.Sum  of  nth  roots 


((atom  s ) 

(cond  ({<*  s  -I)  0) 

(t  (exp  (•  (log  (+  (%div  s  2)  0  5))  plus  plus  root))))) 

(t  (♦  (neg  neg  sum.  root  (cor  s )  )  ( n  e  g  neg  sum  root  (cdr  s)))))) 


1  V*. 


1 V; 
•**  *  • 


Copy  available  to  DTTC  do««  no? 

permit  fully  legible  reproduction 
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COMPUTER  LISTING  OF  METHODS 


This  appendix  lists  the  definitions  of  all  the  methods  used  by 
the  consultant  to  operate  and  control  the  system. 


...  Mod* : LISP .  Package:K£E;  Ba>e:10. 

( D L  FUN  I  CONSULT ANT> t  CONSULT  ant . CONTROL ::  I  NO . C L I MA T E  CALC ! me t hod  I  (ThISUNIT  PERS 
ON  TO  USE) 

(LOOP  E  OR 
CALC 
1  N 

(UN)TSLOTNAMES  ' IND  CLIMATE  VAR . CALC  ’MEMBER) 

00 

(UNITMSG  PERSON. TO  USE  CALC))) 

(DEFUN  |CONSULTANT>)  CONSULTANT . CONTROL :  ;  INPUT  I ND  I  VI  DUALS !me  t  hod  |  (THISUNIT) 
(PROG  (NAME. PERSON  NAME.ORG) 

(FORMAT  T  "Enter  the  name  of  the  individual  to  be  added. ~Z") 

(SETO  NAME  PERSON  (READ)) 

(COND  ((NULL  NAME. PERSON) 

(FORMAT  T  "END  of  individual  entry. "-5T") 

(RETURN  NIL)) 

(  (UN  I T . CHI  LOP  NAME  PERSON  'INDIVIDUALS  ’ MEM8ER ) 

(FORMAT  T  "This  person  already  exists  ~Z"  ) 

(RETURN  NIL)) 

(T 

(CREATE. UNIT  NAME  PERSON  ’CONSULTANT  NIL  ’INDIVIDUALS) 

(FORMAT  T  "Which  organization  does  —A  belong  to?~V  NAME  PERSON) 
(SETO  NAME  ORG  (READ) ) 

(COND  ((NULL  NAME.ORG) 

(FORMAT  T  ”~A  must  belong  to  some  organization  "  NAME  PERS 

ON) 

(RETURN  NIL)) 

((UNIT  CHILOP  NAME.ORG  'ORGANIZATIONS  MEMBER) 

(ADD. VALUE  NAME.ORG  'MEMBERS. OF  ORG  N AME . P E R SON ) ) 

(T  (FORMAT  T  "  ~XP  LEASE  LOAD  ORGANIZATIONS  FIRST  ~7.~% "  )  )  ) 
(UNITMSG  THISUNIT  ' I NPU T . A T T R I BU T E . V A LUES  NAME  PERSON))))) 

(OEFUN  l C  ONSU  L  T  AN  T  > 1  .CONSULTANT. CONTROL:  VALIDATE  MOO EL ! method|  (THISUNIT) 
(UNITMSG  THISUNIT  ' UPOATE . TOT AL . STST EM) 

(LOOP  FOR 

GROUP  TO  TEST 
I  N 

(GET  VALUES  'ORGANIZATIONS  'ORDER. TO. EVALUATE  ’VALUE  ’OWN) 

00 

(UNITMSG  THISUNIT  'TEST  ORG  SITUATIONS  GROUP. TO  TEST))) 

(OEFUN  |C0NSULTANT>1  CONSU L T AN T  CON TRO L  UPD A T E . P E RSON ! m e t h o d |  (THISUNIT  PERSON 
TO  USE  ) 

(UNITMSG  THISUNIT  ' IND  CLIMATE  CALC  PERSON  TO  USE) 

(UNITMSG  THISUNIT  'INO  INTERMEDIATE  VAR  CALC  PERSON  TO  USE) 

(UNI  T  M  S  G  THISUNIT  'IND  OVERALL . CL IMATE  CALC  PERSON  TO  USE) 

(UNITMSG  THISUNIT  'APPLY  BEHAVIOR  RULES  PERSON  TO  US', 

(UNITMSG  THISUNIT  '  IND . OVERALL . PERFORMANCE . CALC  PERSON.  TO  USE)) 

(DEFUN  | CONSULT ANT>1  CONSU L T ANT  CONT RO L  TEST  S 1 T U A T 1  ON  1 m e t h o d |  (THISUNIT  WHICH 
SI  TUA  T 1  ON 

WHICH  ORCANIZAT 

1  ON  ) 

(UNITMSG  WHICH  SITUATION  'TEST  EFFECT  OF  SITUATION  WHICH  ORGANIZATION)) 

(DEFun  IC0NSULTANT>1  CONSULTANT  CONTROL  UPDATE  TOTAL  S Y S T EM ! m e t n o d |  (THISUNIT) 

i  i.  OOP  for 
j  R  G 
I  N 

i GET  VALUES  ORGANIZATIONS  ORDER  TO  EVALUATE  'VALUE  'OWNi 
DO 

.  UNITMSG  ThISUNIT  UPDATE  uRb  uRo  )  )  > 

(DEFUN  |  CONSUL  T  ANT>  I  CONSULTANT  CONTROL  ORG  CLIMATE  C  A  L  C  1  rr.  e  t  h  o  d  I  (ThISUNIT 

GROUP  TO  USE 
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FO^  CALC) 

( LOOP  FOR 
CALC 
1  N 

(UNITSLOTNAMES  ’ ORG  CL (MAT E . VAR . CALC  ’MEMBER) 

DO 

(UNITMSG  GROUP . TO . USE . FOR . CALC  CALC))) 

(DEFUN  | CONSULT ANT>1 . CONSULTANT . CONTROL : : i ND . INTERMED IATE. VAR. CALC !method|  (THIS 
UNIT 

PERS 

ON . TO . USE) 

(LOOP  FOR 
CALC 
I  N 

(UNITSLOTNAMES  ’  1  NT ERM ED  I  A T E . VAR . C A LC  ’MEMBER) 

DO 

(UNITMSG  PERSON. TO  USE  CALC))) 

(DEFUN  |CONSULTANT>1 . CONSULTANT  CONTROL : : I ND . OVER A L L . C L 1 M A T E . C A LC ! me t h o d |  (THISU 
NIT 

PERSO 

N.  TO. USE) 

(UNITMSG  PERSON  TO  USE  ’ OV ER A L L . C L I MA T E  C A LC ) ) 

(DEFUN 

| CONSULTANTS  CONSULTANT . CONTROL : :D!SPLAY. 1 ND . VA LU E S ! me t h o d | 

(THISUNIT  PERSON.  TO. DISPLAY) 

(PROG  N I L 

(PUT  VALUE  ’DISPLAY. PERSON  1  NAME  PERSON . TO . D I SP LAY ) 

( LOOP  FOR 
VAR 
IN 

(UNITSLOTNAMES  ’ C L I MA T E . VAR  I AB L ES  ’MEMBER) 

DO 

(PUT  VALUE  'OISPLAY  .PERSON  VAR  (GET. VALUE  PERSON . T 0 . D 1  SPLAY  VAR  ’ VA 

LUE  ’OWN))) 

( LOOP  FOR 
VAR 
IN 

(UNITSLOTNAMES  ' P ER FORMANC E . OVER A L L  MEMBER) 

DO 

(PUT  VALUE  ’OISPLAY  PERSON  VAR  (GET. VALUE  PERSON  TO  DISPLAY  VAR  ' VA 

LUE  ’OWN))) 

(PUT  VALUE  ’  D I  SPLAY  PERSON 
’OVERALL  CLIMATE 

(GET. VALUE  PERSON .  TO  D I  SPLAY  'OVERALL  CLIMATE  'VALUE  OWN)) 
(UNITMSG  ’ IMAGE  PANEL0758I  REDISPLAY))) 

(OEFUN  |  CONSUL TANTs I  CONSULTANT . CONTROL :. ORG . PERFORMANCE . CALC !me t hod |  (THISUNIT 

GROUP  TO 

USE  FOR  CALC) 

( LOOP  FOR 
CALC 
I  N 

(UNITSLOTNAMES  ’ORG  P E R FORM ANC E  C A LC  ’MEMBER) 

DO 

(UNITMSG  CROUP. TO  USE. FOR  CALC  CALC))) 

(DEFuh  |C0NSULTANT>1  CONSULTANT  CONTROL  INPUT  ATTRIBUTE  V A L UE S 1 m e 1 h o d I  (THISUNI 


PERSON , 

( PROG  (ATT  VALUE ) 

(CONO  ((UNIT  CH I  LDP  NAME  OF  PERSON  ’INDIVIDUALS  MEMBER) 
( LOOP  F OR 

CLIMATE  V 


I 


(UNIT  CHILDREN  'ATTRIBUTES  'SUBCLASS) 

DO 

(LOOP  FOR 
ATT 
1  N 

(UNI TSLOTNAMES  CLIMATE. V  'MEMBER) 

00 

(FORMAT  T 

?!For  -A,  what  is  the  value  ol  ~A? 

NAME  OF  PERSON 
ATT  ) 

(SETO  ATT. VALUE  (READ)) 

(COND  ((NULL  ATT. VALUE) 

(PUT. VALUE  NAME. OF  PERSON  ATT  0)) 

((>  ATT  VALUE  MAX  ANSWER) 

(FORMAT  T 

"-5SENTRY  GREATER  THAN  -0  WILL  USE  ~D 

-V 

MAX . ANSWER 
MAX . ANSWER ) 

(PUT. VALUE  NAME . OF  PERSON  ATT  MAXRANGE)) 

((<  ATT  VALUE  MIN. ANSWER) 

(FORMAT  T 

''-SENTRY  LESS  THAN  ~D  .  WILL  USE  ~D  ~Z 

MIN. ANSWER 
MIN. ANSWER  ) 

(PUT. VALUE  NAME  OF  PERSON  ATT  (-  MAXRANGE))) 

(T  (PUT. VALUE  NAME  OF  PERSON 
ATT 

(•  (SDIV  (-  ATT  VALUE  MID  ANSWER) 
MID. ANSWER ) 

MAXRANGE ) )))))) 

(T  (FORMAT  T  " — S— A  was  not  found. NAME  OF  .  P ERSON )))) ) 

( 0  E  FUN  | CONSULTANTS  I  . CONSU L T ANT . CON TRO L :  I ND . OVER A L L . P ERFORMANCE . C A LC ! me t h od |  (T 
H  I  SUN  I T 

P 

ERSON  TO  USE) 

(LOOP  FOR 
CALC 
1  N 

( UN  1 TSLOTNAMES  '  I  NO . P ERFORM ANC E . C A LC  ‘MEMBER) 

00 

(UNITMSG  PERSON. TO  USE  CALC))) 

(DEFUN  | CONSULTANTS  I  . CONSULTANT . CONTROL T EST . ORG . S 1 TUAT | ONS ! me t hod |  (THISUNIT  G 
ROUP  TO  TEST) 

( LOOP  FOR 

S I TUAT I  ON 
IN 

(UNIT  CHILDREN  '2  MANAGEMENT  SITUATIONS  'MEMBER) 

DO 

(UNITMSG  SITUATION  TEST  EFFECT  OF. SITUATION  GROUP. TO  TEST))) 

(OEFjn  | CONSULT  AN T s I  CONSULTANT  CONTROL  UPDATE  ORG 1 m e t h o d |  (THISUNIT  GROUP  TO  U 
SE  FOR  CALC) 

(  I  COP  FOR 

PERSON  TO  USE 
I  N 

.uLT  VALUES  GROUP  TO  USE  TOR  CALC  MEMBERS  Of  URu  'VALUE  ' OWN  I 
DO 

(UNITMSG  IHISUNIT  UPDATE  PERSON  PERSON  TO  USE,) 

(UNITMSG  THISUNIT  'ORG  CLIMATE  CALC  GROUP  TO  USE  FOR  CALC) 

(UNITMSG  THISUNIT  'ORG  PERFORMANCE  CALC  GROUP  TO  USE  FOR  CALC)| 


,V  V.V.V.V,  • 

•  V  **  -  i  J*  m  P  mP.~  P.m  P.m  Pm  -A  ' 


t  AA.VlLAk.Jl  M.A  W.  A  wAVl'  A  iAa  iA-  aA^aAi  X  aViK. .\A TVX TLH  AA .  \ A  A k 


(DEFUN  I  CONSULTANT  1  . CONSU L T AN T . CON T RO L :  : D I  SPLAY  ORG  VALUES ! me t hod (  (TH1SUNIT 

0RCANI2ATI0 

N  TO  DISPLAY) 

(PROG  NIL 

(PUT. VALUE  OISPLAY.ORG  'NAME  ORGAN  I ZAT ION .  TO . D I  SPLAY ) 

(LOOP  FOR 
VAR 
IN 

(UNITSLOTNAMES  '  C L  I  M AT E . VAR  I AB L ES  'MEMBER) 

DO 

(PUT  VALUE  'DISPLAY.ORG 
VAR 

(GET. VALUE  ORGANIZATION. TO. DISPLAY  VAR  'VALUE  'OWN))) 

(LOOP  FOR 
VAR 
IN 

(UNITSLOTNAMES  ' ORG . P ERFORMANC E . MEASUR ES  'MEMBER) 

DO 

(PUT  VALUE  'DISPLAY.ORG 
VAR 

(GET. VALUE  ORGAN  I ZAT I  ON . TO . D I SP LAY  VAR  'VALUE  'OWN))) 
(PUT. VALUE  OISPLAY.ORG 

' OVERALL  CLIMATE 

(GET  VALUE  ORG AN  I Z A T I  ON . TO . D I SP L A Y  ' 0 V ER A L L . C L I MA T E  'VALUE  '0 


E  'OWN)) 


(PUT  VALUE  'DISPLAY  ORG 

'  OVERALL  PERFORMANCE 

(GET  VALUE  ORG AN  I ZAT I  ON .  TO . D I SP L A Y  '  OV ERA L L . P ER FORM ANC E  'VALU 

I 

(UNITMSG  ' IMAGE  PANEL07441  'REDISPLAY) 

(UNITMSG  ' IMAGE . PANEL32481  'REDISPLAY))) 


(DEFUN  |CONSULTANT>!  CONSU L TAN T . CONTROL :: APP LY  B EHAV I  OR . RU L E S ! m e t h o d |  (THISUNIT 
PERSON  TO  USE) 

(LOOP  FOR 

MEASURE 
I  N 

(UNITSLOTNAMES  '  I  NO . PERFORMANCE  MEASURES  'MEMBER) 

DO 

(REMOVE. ALL  LOCAL  VALUES  PERSON  TO. USE  MEASURE  'VALUE  OWN)) 

(LOOP  FOR 
RULE 
1  N 

(UNITSLOTNAMES  ' B EH A V  I  OR . RUL ES  'MEMBER) 

DO 

(UNITMSG  'BEHAVIOR. RULES  RULE  PERSON  TO  USE )) ) 


(DEFUN  | CONSULTANTS  MANAGEMENT . S I TUAT IONS : TEST  EFFECT  OF . S l TUAT  I  ON ! me ! H od |  (THI 
SUN  I  T 

GRO 

UP  TO  TEST) 

(  PROG 

(A  ACHIEVEMENT  A  EFFECTIVENESS 
A  EFFICIENCY 
A  EXCELLENCE 

A  REALIZATION  OF  POTENTIAL 
A  JOB  SATISFACTION 
A  NEED  FULFILLMENT 
A  SELF  REAL  I ZAT ION 
A  OVERALL  PERFORMANCE 
B  ACHIEVFMENT 

B  EFFECTIVENESS 
B  EFFICIENCY 
B  EXCELLENCE 

B  REALIZATION  OF  POTENTIAL 
8  JOB  SATISFACTION 
B  NEED  FULFILLMENT 


B  .  SELF .REALIZATION 
8  OVERALL  PERFORMANCE) 

(CONO 

((UNIT  CH I  LDP  GROUP  TO  TEST  'ORGANIZATIONS  'MEMBER) 

(SETQ  B  ACHIEVEMENT  (GET  VALUE  GROUP . TO . T EST  ACHIEVEMENT  'VALUE  'OWN)) 
(SETO  B  EFFECTIVENESS  (GET  VALUE  GROUP. TO  TEST  'EFFECTIVENESS  'VALUE  'OWN)) 
(SETQ  B  EFFICIENCY  (GET  VALUE  CROUP  TO. TEST  ‘EFFICIENCY  'VALUE  ’OWN)) 

(SETQ  B. EXCELLENCE  (GET  VALUE  GROUP  TO. TEST  'EXCELLENCE  'VALUE  'OWN)) 

(SETQ  8  REALIZATION. OF  POTENTIAL  (GET  VALUE  GROUP  TO  TEST 

'REAL  1 Z AT  ION . OF  POTENT  I AL 
' VALUE 
'OWN) ) 

(SETQ  B . JOB . SATISFACT ION  (GET. VALUE  GROUP . TO  .  T E S T  '  J OB  .  SA T  I  S F AC T I  ON  'VALUE 
'  OWN)  ) 

(SETQ  8  NEED. FULFILLMENT  (GET. VALUE  GROUP . TO . T EST  ' NE ED . FU L F I L LMEN T  'VALUE 
'  OWN  )  ) 

(SETQ  B . SELF . REAL  I ZAT ION  (GET. VALUE  GROUP  TO . TEST  '  S E L F  R E A L I Z A T 1  ON  'VALUE 
'  OWN)  ) 

(SETQ  8 . OVERALL . PERFORMANCE  (GET. VALUE  GROUP . TO . T ES T  'OVERALL  PERFORMANCE  ' 
VALUE  'OWN)) 

(UNITCOPY  GROUP . TO. TEST  'HOLD. GROUP) 

(UNIT MSG  '  I  . CONSULTANT . CONTROL  ' D I SP L A Y . ORG . V A LU ES  GROUP  .  TO  .  TEST ) 

(LOOP  FOR 

PERSON 
I  N 

(GET. VALUES  GROUP . TO . TEST  'MEMBERS.OF.ORG  'VALUE  ’OWN) 

DO 

(UNITMSG  ' 1  . CONSULTANT . CONTROL  '  D  1  SP LA Y  .  I ND . VA LUES  PERSON) 

( LOOP  FOR 
ATT 
IN 

(GET. VALUES  THISUNIT  '  INCREASE. A. LITTLE) 

DO 

(PUT  VALUE  PERSON  ATT  (MORE  (GET  VALUE  PERSON  ATT  'VALUE  'OWN)) 

)) 

(LOOP  FOR 
ATT 
IN 

(GET. VALUES  THISUNIT  '  I  NCR E A S E  .  A  .  LOT  ) 

00 

(PUT. VALUE  PERSON  ATT  (MUCH  MORE  (GET  VALUE  PERSON  ATT  'VALUE  ' 

OWN)  )  )  ) 

( LOOP  FOR 
ATT 
I  N 

(GET. VALUES  THISUNIT  ' DECRE AS E . A . L I T T L E ) 

DO 

(PUT. VALUE  PERSON  ATT  (LESS  (GET. VALUE  PERSON  ATT  'VALUE  'OWN)) 

)  ) 

( LOOP  FOR 
ATT 
I  N 

(GET  VALUES  THISUNIT  'DECREASE. A  LOT) 

DO 

(PUT. VALUE  PERSON  ATT  (MUCH  LESS  (GET  VALUE  PERSON  ATT  'VALUE  ' 

OWN  )  )  )  ) 

(UNITMSC  '1  CONSUlTA.  CONTROL  DISPLAY  ] ND  VALUES  PERSON); 

(UNITMSG  't  CONSULTANT  CON'  OL  UPDATE  ORG  GROUP  TO  TEST) 

(CLIij  A  ACHIEVEMENT  (GET  VALUE  GROUP  TO  TEST  ACHIEVEMENT  'VALUE  'OWN)) 
(SETO  A  EFFECTIVENESS  (GET  VALUE  GROUP  TO  TEST  'EFFECTIVENESS  'VALUE  ’OWN)) 
(SETQ  A  EFFICIENCY  (GET  VALUE  GROUP  TO  TEST  'EFFICIENCY  'VAtuE  'OWN)) 

(SETQ  A  EXCELLENCE  (GET  VALUE  GROUP  TO  TEST  'EXCELLENCE  'VALUE  'OWN)) 

(StIQ  A  REALIZATION  OF  POTENTIAL  (GET  VALUE  GROUP  TO  TEST 

'REALIZATION  OF  POTENTIAL 
'VALUE 
'  OWN )  ) 

(SETQ  A  JOB  SAT  I SFACT ION  (GET  VALUE  GROUP  TO  TEST  JOB  SATISFACTION  'VALUE 


(  S£TO  A .NEED  FU  L  F  I  L  LM ENT  (GET  VALUE  GROUP  TO  TEST  •  N E E D . FU L F I L LMEN T  'VALUE 
'OWN) ) 

(SETQ  A. SELF. REALIZATION  (GET. VALUE  GROUP  TO  TEST  'SELF. REALIZATION  'VALUE 
'  OWN ) ) 

(SETO  A. OVERALL  PERFORMANCE  (GET, VALUE  GROUP  TO  TEST  ' OV ERA L L  P E R FORM ANC E  ' 
VALUE  'OWN)) 

(UN1TMSG  '1  CONSULTANT. CONTROL  '  D  I  SP L A Y . ORG . V A LU ES  GROUP. TO  TEST) 

(UNITCOPY  'HOLD  GROUP  GROUP . TO . T E S T ) 

(UNITMSG  TH1SUN1T  '  R E S E T  .  A T T R  I  BUT E S  GROUP  TO  TEST) 

( W 1 TH-OPEN-FI LE 

(FILE  "X5 : HOLT . S I TUAT 1 ON-RESP" 

: 0  I R  EC  T I  ON 
: OUTPUT 
:  I  F-EX 1  STS 
; APPEND 

: IF-OOES-NOT-EXIST 
: CR  £ A  T  E ) 

(FORMAT  FILE  "~%For  organization  ~A"  GROUP . TO . TEST ) 

(FORMAT  FILE  "~XIn  situation  -A”  THISUNIT) 

( FORMAT 
FILE 

"~%ACHI EVEMENT  Be  I  or t  -6 , 3  ,  .  .  F  After  —  6 , 3  ,  ,  ,  F  Difference 

-6.3. . . F “ 

B  ACHIEVEMENT 
A  ACH I EVEMENT 

(-  A  ACHIEVEMENT  B  .  ACHI EVEMENT) ) 

( FORMAT 
FILE 

"-7.EFFECT  I VENESS  Before  ~6 , 3 .  .  .  F  After  -6 . 3  .  .  .  F  Differenc 

e  ~6 . 3 , . . F " 

B . EFFECTIVENESS 
A  EFFECTIVENESS 

(-  A . EFFECT  I VENESS  B  EFFECT  I VENESS  )  ) 

( FORMAT 
FILE 

" EFFICIENCY  Before  ~6 . 3 .  .  . F  After  -6.3. ,.F  Differenc 

e  -6 . 3 . . . F" 

B  EFFICIENCY 
A  EFFICIENCY 

(-  A  EFFICIENCY  B . EFF 1C  I ENCY) ) 

( FORMA  T 
FILE 

'-^EXCELLENCE  Before  -6.3.  ,,F  After  -6 . 3  ,  .  .  F  Differenc 

e  -6 , 3 . . . F" 

B  EXCELLENCE 
A  EXCELLENCE 

(-  A. EXCELLENCE  B  .  EX C E L  L  ENC E  ) ) 

(  FORMAT 
F  I  LE 

"-^REALIZATION  OF. POTENTIAL  Before  -6 , 3 .  .  . F  After  -6  ,  3 .  .  .  F  Differenc 

e  -6 . 3  .  .  . F" 

B  REALIZATION  OF  POTENTIAL 
A  REALIZATION  OF. POTENTIAL 

(-  A  REALIZATION  OF  POTENTIAL  B  R E A L I Z A T I  ON . 0 F  POTENTIAL)) 

(  FORMAT 
FILE 

"-7 JOB  SAT ISFACT ION  Before  -6 . 3 , . . F  After  -6.3. ..F  Differenc 

e  -6,3. . . F " 

8  JOB  SATISFACTION 
A  JOB  SAT  I SFACT ION 

l-  A  JOB  SATISFACTION  B  JOB  SATISFACTION)) 

(  FORMA  T 
FILE 

"-SNEED  FULFILLMENT  Before  -6.3, , . F  After  -6.3. . , F  Differen 

ce  - 6  3  ...  F 

B  NEED  FULFILLMENT 


V,  'e  ■  ,  *  i 

■«*'  Ai  iu  kV.u'w.L.ij'j. 


A . NEED . FULFI LIMENT 

(-  A, NEED  FULFILLMENT  B  NEED  FULFI  LLMENT)) 

(  FORMAT 
FILE 

"—XSELF. REALIZATION  Before  —  6 , 3 ,  .  , F  After  ~6 . 3  .  . 

e  -6 .3  ...  F'' 

8  SELF  REAL  I ZAT ION 
A . SELF . REALIZATION 

(-  A. SELF. REALIZATION  6 . S ELF . R EA LI ZAT I  ON ) ) 

( FORMAT 
FILE 

"~?!OVERALL  .  PERFORMANCE  Before  -6 , 3  ,  .  .  F  After  ~6 . 3  ...  I 

—  6.3,  .  , F " 

8  OVERALL .PERFORMANCE 
A  .  OVERALL . PERFORMANCE 

(-  A. OVERALL  PERFORMANCE  B . OV ER A L L . P ERFORMANCE ) ) ) ) 

(T  (FORMAT  T  "MORGAN  I  ZAT  I  ON  -A  NOT  FOUND'1  GROUP  TO  .  T  E  S  T  ))))  ) 


D  i  f  f  e  r  e  nc 


Difference 


( 0  E  FUN  | CONSULT ANT >2 . MANAGEMENT . SITUATIONS :RESET.ATTRIBUTES!metf>od|  (THI SUN  I T 

WORK  GROUP 

TO  RESET) 

(COND  ( ( UNI T . CH I  LOP  WORKGROUP. TO  RESET  'ORGANIZATIONS  'MEMBER) 

(LOOP  FOR 

PERSON 

IN 

(GET  VALUES  WORK . GROUP . TO . RESET  'MEMBERS  OF  ORG  'VALUE  OWN) 

DO 

(LOOP  FOR 
ATT 
IN 

(GET. VALUES  THISUNIT  '  I  NCR EAS E . A .  L I T T L E  ) 

DO 

(PUT. VALUE  PERSON  ATT  (LESS  (GET  VALUE  PERSON  ATT  'VALUE  '0 


WN)))) 


UE  ' OWN ) ) ) ) 


WN) ) ) ) 


(LOOP  FOR 
ATT 
IN 

(  JT. VALUES  THISUNIT  'INCREASE  A. LOT) 

00 

(PUT. VALUE  PERSON  ATT  (MUCH. LESS  (GET  VALUE  PERSON  ATT  'VAL 

(LOOP  FOR 
ATT 
I  N 

(GET. VALUES  THISUNIT  'DECREASE  A  LITTLE) 

DO 

(PUT. VALUE  PERSON  ATT  (MORE  (GET  VALUE  PERSON  ATT  'VALUE  '0 


(LOOP  FOR 
ATT 
I  N 

(GET  VALUES  THISUNIT  'DECREASE  A  LOT) 

DO 

(PUT. VALUE  PERSON  ATT  (MUCH. MORE  (GET  VALUE  PERSON  ATT  'VAL 

UE  ' OWN ) ) ) ) ) 

(UNITMSG  '1  CONSULTANT . CONTROL  ’ ORG . C L I MA T E . C A LC  MRK  GROUP  TO  RESET) 
(UNITMSG  '  1  . CONSUL  TAN T  CONTROL  ' ORG  P ER FORMANC E  CALC  WORK  GROUP  TO  RESE 


( FORMA  T 
T 

'  —J50RGAN1  ZAT  ION  -A  NOT  FOUND" 

WORK . GROUP  TO  RESET )) ) 

(DEFUN  | CONSULTANT>IND  CLIMATE. VAR  CALC  PHYSICAL  ENV1R  CALC!method|  (THISUNIT) 
(PUT  VALUE  THISUNIT 

'PHYSICAL. ENV I R 
(AVERAGE. OF  (LOOP  FOR 


I  N 

(UNITSLOTNAMES  ‘ATT  PHYSICAL  ENV  I  R  'MEMBER) 
COLLECT 

(GET. VALUE  THISUNIT  ATTR  'VALUE  'OWN))))) 

(DEFUN  I  CONSULTANT  I  NO . C L I  MAT E . VAR . CALC : COMM  EFFECTIVENESS  CALC!method|  (THI SUN  I 
T) 

(PUT. VALUE  THISUNIT 

'COMM  EFFECTIVENESS 
(AVERAGE. OF  (LOOP  FOR 
ATTR 
I  N 

(UNITSLOTNAMES  ' A T T . COMM . E F F EC T 1 VENE SS  MEMBER) 
COLLECT 

(GET. VALUE  THISUNIT  ATTR  'VALUE  'OWN))))) 

(OEFUN  |C0NSULTANT>1ND. CLIMATE. VAR. CALC: LEADER. SUPER. CALC!method|  (THISUNIT) 
(PUT. VALUE  'HISUNIT 

'  LEADER . SUPER 
(AVERAGE. OF  (LOOP  FOR 
ATTR 
IN 

(UNITSLOTNAMES  ' ATT . LEADER . SUPER  MEMBER) 

COLLECT 

(GET. VALUE  THISUNIT  ATTR  'VALUE  'OWN))))) 

(DEFUN  | CONSULTANT  I  NO  CLIMATE . VAR .CALC : STANDARDS . GOALS . CALC ! me t  hod  |  ( THISUNIT) 

(PUT  VALUE  THISUNIT 

' STANDARDS . GOALS 
(AVERAGE. OF  (LOOP  FOR 
ATTR 
IN 

(UNITSLOTNAMES  '  A T T . S T AND ARDS  GOALS  MEMBER) 
COLLECT 

(GET. VALUE  THISUNIT  ATTR  'VALUE  'OWN))))) 

(OEFUN  | CONSULTANT  I  NO .CLIMATE . VAR . CALC :  INTERPERSONAL  REL.CALC!method|  (THISUNIT 

) 

(PUT  VALUE  THISUNIT 

'  INTERPERSONAL . REL 
(AVERAGE  OF  (LOOP  FOR 
ATTR 
IN 

(UNITSLOTNAMES  ' AT T  .  I  NT ERP ERSON A L . RE L  MEMBER) 
COLLECT 

(GET. VALUE  THISUNIT  ATTR  'VALUE  'OWN))))) 

(OEFUN  | CONSULTANT  > | ND  C L I MA T E  . VAR . CALC : STRESS . C A LC ! me t hod  |  (THISUNIT) 

(PUT  VALUE  THISUNIT 
'STRESS 

(AVERAGE  OF  (LOOP  FOR 
ATTR 
IN 

(UNITSLOTNAMES  'ATT. STRESS  'MEMBER) 

COLLECT 

(GET  VALUE  THISUNIT  ATTR  'VALUE  'OWN))))) 

(DEFIJN  |  CONSULTANTS  ND  CLIMATE. VAR  CALC  .  PERSONA  L  N  E  ED  S  .  C  A  LC  !  m  e  I  h  o  d  |  (THISUNIT) 
(PUT  VALUE  THISUNIT 

'  PERSONAL . NEEDS 
(AVERAGE  OF  (LOOP  FOR 
ATTR 
IN 

(UNITSLOTNAMES  'ATT  PERSONAL  NEEDS  'MEMBER) 
COLLECT 

(GET. VALUE  THISUNIT  ATTR  'VALUE  'OWN))))) 


( DEFUN  |CONSULTANT)IND. CLIMATE. VAR .  CALC : REWARD  SYS.CALC!method|  (THISUNIT) 

(PUT  VALUE  THISUNIT 

• REWARO  STS 
(AVERAGE. OF  (LOOP  FOR 
ATTR 
IN 

(UNITSLOTNAMES  ’ ATT . REWARD . SYS  ’MEMBER) 

COLLECT 

(GET. VALUE  THISUNIT  ATTR  ’VALUE  ' OWN ) ) ) / ) 

( OEFUN  | CONSULTANT  I ND . CL  I  MATE . VAR . CALC : JOB . EVALUAT I  ON . CALC ! at t  hod |  (THISUNIT) 
(PUT. VALUE  THISUNIT 

•  JOB . EVALUATION 
(AVERAGE. OF  (LOOP  FOR 
ATTR 
IN 

(UNITSLOTNAMES  1  ATT  .  JOB . EVALUAT I  ON  ’MEMBER) 
COLLECT 

(GET. VALUE  THISUNIT  ATTR  ’VALUE  ’OWN))))) 

(OEFUN  I  CONSULTANT  I  NO . CL  I  MATE . VAR  CALC  .  IND  ORG . CONTROL . CALC ! me  t  hod |  (THI SUN  I T) 
(PUT  VALUE  THISUNIT 

' IND.ORG. CONTROL 
(AVERAGE. OF  (LOOP  FOR 
ATTR 
IN 

(UNITSLOTNAMES  ‘  A T T .  I  NO . ORG . CONTROL  MEMBER) 
COLLECT 

(GET. VALUE  THISUNIT  ATTR  ’VALUE  ’OWN))))) 

( DEFUN  I CONSULTANT>INO .PERFORMANCE . CALC : JOB . MOTIVATION ,CALC!method|  (THISUNIT) 
(PUT. VALUE  THISUNIT 

' JOB . MOT  I  VAT  ION  OVERALL 

(AVERAGE. OF  (GET. VALUES  THISUNIT  ’ JOB . MOT  I  VAT  I  ON  ’VALUE  ’OWN)))) 

(DEFUN  |CONSULTANT>INO  PERFORMANCE. CALC: EFFECTIVENESS  CALC  raethod|  (THISUNIT) 
(PUT  VALUE  THISUNIT 

•EFFECTIVENESS. OVERALL 

(AVERAGE. OF  (GET  VALUES  THISUNIT  ’EFFECTIVENESS  'VALUE  ’OWN)))) 

(OEFUN  |CONSULTANT>IND  PERFORMANCE . CALC :  EFF 1C  I ENCY  CALC!method|  (THISUNIT) 

(PUT  VALUE  THISUNIT 

' EFF  IC  I  ENCY  OVERALL 

(AVERAGE  OF  (GET  VALUES  THISUNIT  'EFFICIENCY  ’VALUE  ’OWN)))) 

(DEFUN  |CONSULTANT>IND  PERFORMANCE  CALC .  EXCELLENCE  CALC !■« t  hod |  (THISUNIT) 

(PUT. VALUE  THISUNIT 

' EXCELLENCE  OVERALL 

(AVERAGE. OF  (GET. VALUES  THISUNIT  ’EXCELLENCE  ’VALUE  'OWN)))) 

(DEFUN  | CONSULTANT) I  NO . PERFORMANCE . CALC : REAL  I ZAT I  ON  OF . POT EN T I  A L . C A LC ! m e t h o d |  (T 
H [ SUN  I T  ) 

(PUT  VALUE  THISUNIT 

'  REAL  I  ZAT ION . OF  POTENT  I AL  OVERALL 

(AVERAGE  OF  (GET  VALUES  THISUNIT  'REALIZATION  OF  POTENTIAL  ’VALUE  ' 

OWN)  )  )  ) 

(DEFUN  | CONSULTANT) I  NO . PERFORMANCE  CALC:ACHIEVEMENT.CALC!method|  (THISUNIT) 

( PUT  VALUE  TH I  SUN  I T 

'ACHIEVEMENT  OVERALL 

(AVERAGE  OF  (GET  VALUES  THISUNIT  ’ACHIEVEMENT  ’VALUE  ’OWN)))) 

(DEFUN  | CONSULTANT) IND . PERFORMANCE . CALC  .  SELF  . REAL  I ZAT ION  C A L C ! m e I h o d |  (THISUNIT) 
(PUI  VALUE  THI SUN  I  T 

’SELF  REALIZATION  OVERALL 

(AVERAGE  OF  (GET  VALUES  THISUNIT  ’SELF  REALIZATION  'VALUE  ’OWN)))) 


225 


(OEFUN  | CONSULTANTS  NO , PERFORMANCE . CALC : JOB . SATISFACTION . CALC!method|  ( THISUNI T) 
(PUT. VALUE  THISUNIT 

' JOB . SAT  I SFACT ION . OVERALL 

(AVERAGE. OF  (GET. VALUES  THISUNIT  ' J OB . S AT  I S F AC T I  ON  'VALUE  'OWN)))) 

(OEFUN  | CONSULT ANT > I  NO  PERFORMANCE  .  C  A  LC  :  N  E  ED  FU  L  F  I LLMENT  CALC!method|  (THISUNIT) 
(PUT. VALUE  THISUNIT 

'  NEED .  FULF I LLMENT . OVERALL 

(AVERAGE. OF  (GET. VALUES  THISUNIT  '  NE ED  .  FU L F 1 L LMENT  'VALUE  'OWN)))) 

( DEFUN  | CONSULT AN T> INTERMED I  ATE . VAR . CALC  :  INTRINSIC  REWARD  CALC!method|  ( THISUNIT 

) 

(PUT  VALUE  THISUNIT 

' INTRINSIC  REWARD 
(AVERAGE. OF  (LOOP  FOR 

ATT . VALUE 
IN 

(GET. VALUES  ' INTERMEDIATE  VARIABLES 

' INTRINSIC  REWARD  MEMBERS 
' VALUE 
’  OWN  ) 

COLLECT 

(GET. VALUE  THISUNIT  ATT  VALUE  'VALUE  OWN))))) 

(DEFUN  | CONSULTANT > I  NT ERMED I  ATE . VAR . CALC : ADEQUATE .  ENV I RONMENT  CALC!method|  (THIS 
UNIT) 

(PUT. VALUE  THISUNIT 

•  AO EQUATE . ENV I RONMENT 
(AVERAGE. OF  (LOOP  FOR 

ATT. VALUE 
IN 

(GET. VALUES  ' INTERMEDIATE . VARIABLES 

' ADEQUATE  ENVIRONMENT  MEMBERS 

•value 

'OWN) 

COLLECT 

(GET. VALUE  THISUNIT  ATT. VALUE  'VALUE  ’OWN))))) 

(OEFUN  |C0NSULTANT>1NTERMEDIATE. VAR  CALC: SATISFACTION  WITH  GROUP  CALC ! me t hod  |  (T 
H I  SUN  I T ) 

(PUT  VALUE  THISUNIT 

' SAT  I SFACT ION  W I TH . GROUP 
(AVERAGE  OF  (LOOP  FOR 

ATT . VALUE 
IN 

(GET. VALUES  ' INTERMED IATE. VARIABLES 

'SATISFACTION. WITH  GROUP  MEMBERS 

' VALUE 

'OWN) 

COLLECT 

(GET. VALUE  THISUNIT  ATT  VALUE  'VALUE  'OWN))))) 

(OEFUN  I  CONSULTANT  I NTERMEO IATE  VAR  CALC: ROLE. CON FLICT  CALC!method|  (THISUNIT) 
(PUT  VALUE  THISUNIT 

'ROLE  CONFLICT 
(AVERAGE. OF  (LOOP  FOR 

ATT  VALUE 
I  N 

(GET  VALUES  '  I  NT ERMED I  A T E . VAR  I AB L ES 
'ROLE  CONFLICT  MEMBERS 
VALUE 
'  OWN  ) 

COLLECT 

(GET. VALUE  THISUNIT  ATT  VALUE  VALUE  OWN))))) 
(DEFUN  | CONSULTANT  1 NTERMED 1  ATE  VAR  C A LC : JOB . CHA L LENG E  CALCImethodl  (THISUNIT) 
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{PUT. VALUE  THISUNIT 

•  JOB . CHALLENGE 
(AVERAGE. OF  (LOOP  FOR 

ATT  .  VALUE 
I  N 

(GET. VALUES  *  INTERMEDIATE. VARIABLES 

•  JOB  CHALLENGE . MEMBERS 
•VALUE 

•  OWN ) 

COLLECT 

(GET. VALUE  THISUNIT  ATT. VALUE  ’VALUE  'OWN))))) 


(DEFUN  | CONSULTANTMNTERMEDI ATE . VAR .CALC : T ASK . COMP ET ENC E  CALC!method|  (THISUNIT) 
(PUT. VALUE  THISUNIT 

•  TASK . COMPETENCE 
(AVERAGE. OF  (LOOP  FOR 

ATT . VALUE 
IN 

(GET . VALUES  *  INTERMED I  ATE . VARIABLES 
•  TASK. COMPETENCE  MEMBERS 
‘  VALUE 
1  OWN) 


COLLECT 

(CET. VALUE  THISUNIT  ATT. VALUE  VALUE  ’OWN))))) 


(DEFUN  | CONSULTANT INTERMED I  ATE . VAR . CALC :EFF EC TIVE. PARTICIPATION. CALC  !method|  (T 
HISUNIT) 

(PUT. VALUE  THISUNIT 

•  EFFECTIVE .PARTICIPATION 
(AVERAGE. OF  (LOOP  FOR 

ATT .VALUE 
IN 

(GET  .VALUES  *  INTERMEDIATE. VARIABLES 

•  EFFECT  I VE  . PART IC I  PAT  I  ON  . MEMBERS 
•VALUE 

■OWN) 

COLLECT 

(GET. VALUE  THISUNIT  ATT. VALUE  VALUE  'OWN))))) 

(DEFUN  I  CONSULT ANT > INTERMEDIATE . VAR  CALC : TEAMWORK  CALC!method|  (THISUNIT) 

(PUT. VALUE  THISUNIT 
' TEAMWORK 

(AVERAGE. OF  (LOOP  FOR 

ATT . VALUE 
IN 

(GET.  VALUES  ’  INTERMEDIATE. VARIABLES 

•  TEAMWORK  . MEMBERS 

•  VALUE 
'  OWN  ) 

COLLECT 

(GET. VALUE  THISUNIT  ATT  VALUE  VALUE  ’OWN))))) 


(DEFUN  |CONSULTANT>INTERM0D1ATE  VAR. CALC  INFLUENCE  ENVIRONMENT  C A LC 1  me t h u  (J  |  (THI 
SUNI T  ) 

(PUT. VALUE  THISUNIT 

'INFLUENCE . ENVIRONMENT 
(AVERAGE. OF  (LOOP  FOR 

ATT . VALUE 
IN 

(GET. VALUES  ’INTERMEDIATE  VARIABLES 

•INFLUENCE  ENVIRONMENT  MEMBERS 
•  VALUE 

’  OWN  ) 


COLLECT 

(GET  VALUE  THISUNIT  ATT  VALUE  VALUE  ’OWN))))) 


(DEFUN  |CONSULTANT>INTERMEDIATE  VAR  CALC  GROWT H . D E V E LOP  CALC!method|  (THISUNIT) 
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(PUT. VALUE  THISUNIT 

•  GROWTH . OEVELOP 
(AVERAGE. OF  (LOOP  FOR 

ATT . VALUE 
*N 

(GET. VALUES  'INTERMEDIATE. VAR  I  ABLES 
'  GROWTH . DEVELOP  MEMBERS 
'  VALUE 
’OWN) 

COLLECT 

(GET. VALUE  THISUNIT  ATT  VALUE  'VALUE  ’OWN))))) 

(DEFUN  | CONSULT ANT > INTERMEDIATE. VAR. CALC: EXPECT AT  I  ON . OF . REWARDS . CALC  I  me t hod  |  (TH 

ISUNIT) 

(PUT. VALUE  THISUNIT 

'EXP EC TATI  ON. OF. REWARDS 
(AVERAGE. OF  (LOOP  FOR 

ATT . VALUE 
IN 

(GET. VALUES  '  I  NT ERMED I  AT E . V AR I AB L ES 

'  EXPECT AT  ION . OF  REWARDS  MEMBERS 

'VALUE 

'OWN) 

COLLECT 

(GET. VALUE  THISUNIT  ATT. VALUE  'VALUE  'OWN))))) 

(DEFUN  | CONSULTANTS' I  NT ERMED I  ATE. VAR. CALC: PERSONAL. RE L. COMPETENCE. CALC!  met  hod  |  (T 

H 1  SUN  IT) 

(PUT. VALUE  THISUNIT 

' PERSONAL . REL. COMPETENCE 
(AVERAGE. OF  (LOOP  FOR 

ATT. VALUE 
IN 

(GET. VALUES  ' INTERMEDIATE. VARIABLES 

■PERSONAL .  REL  . COMPETENCE  MEMBERS 

'VALUE 

•OWN) 

COLLECT 

(GET. VALUE  THISUNIT  ATT  VALUE  VALUE  'OWN))))) 

( 0  E  FUN  | CONSULTANT? I  NT ERMED l ATE . VAR ,CALC:EXTRINSIC. REWARD  CALC!method|  ( TH 1  SUN  I T 

) 

(PUT  VALUE  THISUNIT 

EXTRINSIC. REWARD 
(AVERAGE. OF  (LOOP  FOR 

ATT . VALUE 
IN 

(GET. VALUES  ' INTERMEDIATE. VARIABLES 

•EXTRINSIC. REWARD  MEMBERS 
'VALUE 
'  OWN  ) 

COLLECT 

(GET. VALUE  THISUNIT  ATT  VALUE  VALUE  'OWN))))) 


(DEFUN 
SUNI T  ) 
(  PUT 


| CONSUL T ANT > I  NT ERMED I  ATE . VAR  CALC  :  IMPORTANCE  OF  REWARDS  CALC!method|  (THI 

VALUE  THISUNIT 

' IMPORTANCE  OF .REWARDS 
(AVERAGE. OF  (LOOP  FOR 

ATT  VALUE 
I  N 

(GET. VALUES  ' INTERMEDIATE. VARIABLES 

IMPORTANCE  OF  REWARDS. MEMBERS 
' VALUE 
'  OWN  ) 

COLLECT 

(GET. VALUE  THISUNIT  ATT  VALUE  'VALUE  'OWN))))) 
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( DEFUN  | CONSULTANT  INTERMEDIATE. VAR. CALC: SKILL. VARIETY. HO. CALC  I  method  I  ( TH I  SUN  IT 

) 

(PUT. VALUE  THISUNIT 

•SKILL. VAR  I ETY . HO 
(AVERAGE. OF  (LOOP  FOR 

ATT . VALUE 
IN 

(GET  .  VALUES  1  INTERMEDIATE  . VARIABLES 

•SKIl  L.  VARIETY  HO  MEMBERS 

•  VALUE 
•OWN) 

COLLECT 

(GET. VALUE  THISUNIT  ATT. VALUE  ’VALUE  ’OWN))))) 

(DEFUN  | CONSUL  TANT>INTERMEDIATE. VAR CA LC :OV ERA LL.CLI MATE. CALC!method|  (THI SUN  I T ) 
(PUT  VALUE  THISUNIT 

•OVERALL  CLIMATE 
(AVERAGE. OF  (LOOP  FOR 

ATT  .  VALUE 
IN 

(GET.  VALUES  ‘ INTERMEDIATE. VARIABLES 
•OVERALL .CLIMATE. MEMBERS 

•  VALUE 
•OWN) 

COLLECT 

(GET. VALUE  THISUNIT  ATT. VALUE  ’VALUE  ’OWN))))) 

(DEFUN  I  CONSUL TANT>ORG. CLIMATE. VAR  CALC: PHYSICAL. ENV I R. CALC  I m«t hod |  (THISUNIT) 
(PUT. VALUE  THISUNIT 

' PHYSICAL. ENV IR 

(AVERAGE. OF  (LIST  (AVERAGE. OF  (LOOP  FOR 

PERSONS 

IN 

(GET. VALUES  THISUNIT 

MEMBERS . OF . ORG 
•VALUE 
•OWN) 

COLLECT 

(GET. VALUE  PERSONS 

’  PHYSICAL  ENV  I  R 
’  VALUE 

’ OWN ) ) ) 

(LOOP  FOR 

SUBORGS 
I  N 

(GET  VALUES  THISUNIT  ' SUBORD 1 NA T E . ORGS  ’VAL 


UE  ’OWN) 


OWN)  )  )  )  )  ) 


COLLECT 

(GET. VALUE  SUBORGS  '  PHYS 1  CAL . ENV I R  'VALUE  ’ 


(DEFUN  | CONSULT  AN T>ORG . C L I  MAT E . VAR . CA LC : COMM. EFFECT IVENESS  CALC (met  hod  |  ( TH  I  SUN  I 

T) 

(PUT  VALUE  THISUNIT 

•COMM  EFFECTIVENESS 

(AVERAGE. OF  (LIST  (AVERAGE. OF  (LOOP  FOR 

PERSONS 
I  N 

(GET  VALUES  THISUNIT 

’ MEMBERS  OF  ORG 
’ VALUE 

■  OWN  ) 

COLLECT 

(GET . VALUE  PERSONS 

’ COMM  EFFECT IVENESS 
’VALUE 
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■  OWN ) ) ) 

(LOOP  FOR 

SUBORGS 
I  N 

(GET. VALUES  THISUN1T  • SUBORD I NA T E . ORGS  'VAL 


UE  'OWN) 


COLLECT 

(GET, VALUE  SUBORGS  *  COMM . E F FEC T I  V ENESS  'VAL 


UF  ‘OWN! \)))) 


( 0  £  FUN  I CONSU L TAN T>ORG  CLIMATE . VAR .CALC : L E AD ER . SUP ER . C A LC ! me t hod (  (TH I  SUN  IT ) 
(PUT  VALUE  TH 1  SUN  I T 

'  LEAOER . SUPER 

(AVERAGE. OF  (LIST  (AVERAGE. OF  (LOOP  FOR 

PERSONS 


UE  'OWN) 


(GET. VALUES  THISUNIT 

•MEMBERS . OF . ORG 

■VALUE 

•OWN) 

COLLECT 

(GET  VALUE  PERSONS 

•  LEADER . SUPER 
' VALUE 
•OWN) ) ) 

(LOOP  FOR 

SUBORGS 

IN 

(GET. VALUES  THISUNIT  ■  SUBORD I N A T E . ORGS  'VAL 


N)  )  ) ) ) ) 


COLLECT 

(GET. VALUE  SUBORGS  '  LEADER . SUPER  'VALUE  'OW 


(DEFUN  | CONSU LT AN T >ORG . CL  I  MATE. VAR. CALC: STANDARDS. GOALS. CALC! met  hod |  (THISUNIT) 
(PUT. VALUE  THISUNIT 

■STANOAROS. GOALS 

(AVERAGE. OF  (LIST  (AVERAGE. OF  (LOOP  FOR 

PERSONS 


(GET  VALUES  THISUNIT 

’MEMBERS  OF  ORG 

' VALUE 

'OWN) 

COLLECT 

(GET  VALUE  PERSONS 

•  STANDARDS  GOALS 
' VALUE 

•  OWN) ) ) 

(LOOP  FOR 

SUBORGS 

IN 

(GET  VALUES  THISUNIT  '  SUBORD I NA T E  ORGS  'VAL 


UE  'OWN) 


COLLECT 

(GET. VALUE  SUBORGS  STANDARDS  GOALS  'VALUE 


'OWN)  )  )  )  )  ) 


(DEFUN  |CONSULTANT>ORG  CLIMATE  .  VAR  C A LC  I N T ERP ERSON A L  R E L  CALC  !  roe t hod (  (THISUNIT 


(PUT. VALUE  THISUNIT 

'  INTERPERSONAL  REL 

(AVERAGE  OF  (LIST  (AVERAGE. OF  (LOOP  FOR 

PERSONS 

IN 

(GET  VALUES  THISUNIT 

'MEMBERS  OF  ORG 


•wv 


U£  ’OWN) 


E  OWN)))))) 


(DEFUN  | CONSULTANT>ORG  CLIMATE 
(PUT. VALUE  TH1SUNIT 
•STRESS 

(AVERAGE. OF  (LIST 


UE  ‘OWN))) 


UE  'OWN) 


COLLECT 

(GET . VALUE  PERSONS 

‘ INTERPERSONAL. REL 
1  VALUE 
' OWN) ) ) 

(LOOP  FOR 

SUBORGS 

IN 

(GET. VALUES  THISUNIT  '  SUBORD I NA T E . ORGS  'VAL 
COLLECT 

(GET. VALUE  SUBORGS  1  I  NT ERP ERSONA L . R E L  'VALU 


VAR. CALC: STRESS. CALC! met  hod |  (THISUNIT) 


(AVERAGE. OF  (LOOP  FOR 

PERSONS 

IN 

(GET. VALUES  THISUNIT 

•MEMBERS  OF . ORG 
•  VALUE 
■  OWN) 

COLLECT 

(GET. VALUE  PERSONS  ’ STRESS  ’VAL 

(LOOP  FOR 

SUBORGS 

IN 

(GET. VALUES  THISUNIT  ■ SUBORD I  NAT E . ORGS  *VAL 
COLLECT 

(GET. VALUE  SUBORGS  '  STRESS  'VALUE  'OWN))))) 


(DEFUN  | CONSULT AN T>OPG  CLIMATE 
(PUT. VALUE  THISUNIT 

•PERSONAL. NEEOS 
(AVERAGE. OF  (LIST 


VAR.  CALC  PERSONAL  NEEDS. CALC ! met  hod |  (THISUNIT) 


(AVERAGE. OF  (LOOP  FOR 

PERSONS 


UE  *  OWN ) 


OWN) ) ) ) ) ) 


(DEFUN  | CONSUL T ANT >ORG  CLIMATE 
(PUT  VALUE  THISUNIT 

• REWARO  SYS 
(AVERAGE. OF  (LIST 


(GET  VALUES  THISUNIT 

’ MEMBERS  OF  ORG 
’ VALUE 
•  OWN) 

COLLECT 

(GET  VALUE  PERSONS 

•  PERSONAL  NEEDS 
’ VALUE 
' OWN) )  ) 

(LOOP  FOR 

SUBORGS 

IN 

(GET. VALUES  THISUNIT  ' SUBORD I  NAT E . ORGS  ’VAL 
COLLECT 

(GET  VALUE  SUBORGS  ’ P ER SON A L . N E EDS  'VALUE  ' 


VAR  CALC. REWARD  SYS  CALC!method|  (THISUNIT) 


(AVERAGE. OF  (LOOP  FOR 

PERSONS 


UE  ’OWN) 

))))) 


(GET. VALUES  TMISUN1T 

•MEMBERS  OF  ORG 
' VALUE 
'  OWN  ) 

COLLECT 

(GET . VALUE  PERSONS 

1  REWARD . SYS 
•VALUE 
•OWN)  )  ) 

(LOOP  FOR 

SUBORGS 
1  N 

(GET. VALUES  THISUNIT  'SUBORDINATE  ORGS  'VAL 
COLLECT 

(GET. VALUE  SUBORGS  ’REWARD. SYS  1  VALUE  ' OWN ) 


( 0  E  FUN  | CONSULTANT>ORG. CL IMATE. VAR. CALC: OVERALL. CL! MATE  ''ALC!  met  hod  |  (THISUNIT) 
(PUT. VALUE  THISUNIT 

•OVERALL .CLIMATE 

(AVERAGE. OF  (LIST  (AVERAGE  OF  (LOOP  FOR 

PERSONS 


UE  'OWN) 


•OWN) ) ) ) ) ) 


(GET. VALUES  THISUNIT 

'MEMBERS. OF  ORG 
' VALUE 
OWN) 

COLLECT 

(GET . VALUE  PERSONS 

•OVERALL. CLIMATE 

•VALUE 

•OWN)  )  ) 

(LOOP  FOR 

SUBORGS 

IN 

(GET. VALUES  THISUNIT  ’  SUBORD I N AT E . ORGS  'VAL 
COLLECT 

(GET. VALUE  SUBORGS  1 OV ER A L L . C L I  MAT E  'VALUE 


(OEFUN  I  CONSULT ANT >ORG  CLIMATE. VAR . C A LC : JOB . E V A L U AT  I  ON . C A LC ! m e  t  h o d I  ( THI SUN  I T ) 
(PUT. VALUE  THISUNIT 

'  JOB  EVALUATION 

(AVERAGE. OF  (LIST  (AVERAGE  OF  (LOOP  FOR 

PERSONS 


(GET  VALUES  TH  I  SUN  I  T 

' MEMBERS  OF . ORG 
’ VALUE 
'  OWN  ) 

COLLECT 

(GET  VALUE  PERSONS 

•JOB  EVALUATION 
’ VALUE 
’OWN)  )  ) 

(LOOP  FOR 

SUBORGS 
I  N 

(CET  VALUES  THISUNIT  ’SUBORDINATE  ORCS  ’VAL 


UE  'OWN) 


OWN  )))))) 


COLLECT 

(GET  VALUE  SUBORGS  ’ J OB  E V A L U A T I  ON  'VALUE 


232 


(DEFUN  |CONSULTANT>ORG .CLIMATE . VAR . CALC :  I  NO . ORG . CONTROL . CALC ! me I hod |  (THISUNIT) 
(PUT. VALUE  THISUNIT 

•  IND ■ ORG  CONTROL 

(AVERAGE. OF  (LIST  (AVERAGE  OF  (LOOP  FOR 

PERSONS 
I  N 

(GET  VALUES  THISUNIT 

•MEMBERS  OF  ORG 
'VALUE 
'  OWN) 

COLLECT 

(GET. VALUE  PERSONS 

'IND  ORG . CONTROL 
•  VALUE 
’OWN)  )  ) 

(LOOP  FOR 

SUBORGS 
I  N 

(GET. VALUES  THISUNIT  • SUBORD I N AT E . ORGS  'VAL 


UE  'OWN) 
■OWN) ) ) ) ) ) 


COLLECT 

(GET. VALUE  SUBORGS  1  I ND . ORG . CONT RO L  ‘VALUE 


(DEFUN  |CONSULTANT>ORG . P ER FORMANC E . C ALC :  JOB  . MOT  I V A T I  ON . C A LC !me t  hod |  (THISUNIT) 
(PUT. VALUE  THISUNIT 

•JOB  MOTIVATION 

(AVERAGE. OF  (LIST  (AVERAGE. OF  (LOOP  FOR 

PERSONS 

IN 

(GET. VALUES  THISUNIT 

’ MEMBERS . OF . ORG 
•  VALUE 
'  OWN ' 

COLLECT 

(GET. VALUES  PERSONS 

■JOB  MOTIVATION 
•VALUE 
1  OWN  ) 

(LOOP  FOR 

SUBORGS 

IN 

(GET. VALUES  THISUNIT  • SUBORD I N A T E  ORGS  'VAL 

UE  ’OWN) 

COLLECT 

(GET. VALUE  SUBORGS  ' JOB  MOT  I  VAT  I  ON  'VALUE  ' 


*  ■* 

UE  'OWN) 

4 

/.'S' 

OWN) ) ) ) ) ) 

0 

(DEFUN  |  CONSULTANT>ORG 

(PUT. VALUE  THISUNIT 

'  EFFECTIVENESS 

(AVERAGE. OF  (LIST  (AVERAGE  OF  (LOOP  FOR 

PERSONS 
;  n 

(GET  VALUES  THISUNIT 

■MEMBERS  OF  ORG 
'VALUE 
’  OWN  ) 

COLLECT 

(GET. VALUES  PERSONS 

•  EFFECT  I VENESS 
■VALUE 

•  OWN )  ) ) 

(LOOP  FOR 

SUBORGS 

IN 

(GET  VALUES  THISUNIT  'SUBORDINATE  ORGS  ’VAL 
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U£  ’OWN) 


*N)))))) 


COLLECT 

(GET. VALUE  SUBORGS  'EFFECTIVENESS  'VALUE  '0 


(DEFUN  I  CONSULT AN T>ORG  PERFORMANCE  CALC : EFF 1 C 1 ENCY  CALClmethod|  (THISUNIT) 

(PUT. VALUE  THISUNIT 

'  EFFICIENCY 

(AVERAGE. OF  (LIST  (AVERAGE  OF  (LOOP  FOR 

PERSONS 

IN 

(GET. VALUES  THISUNIT 

' MEMBERS . OF . ORG 
' VALUE 
'  OWN  ) 

COLLECT 

(GET. VALUES  PERSONS 

'EFFICIENCY 
'VALUE 
' OWN)  )  ) 

(LOOP  FOR 

SUBORGS 

I  N 

(GET. VALUES  THISUNIT  '  SU80RD I  NAT E  ORGS  ’VAL 

UE  'OWN) 

COLLECT 

(GET. VALUE  SUBORGS  'EFFICIENCY  'VALUE  'OWN) 


(DEFUN  |  CONSULTANT>ORG . PER FORMANC E . C A LC : EXCELLENCE .  CALC ! m* t h od |  (THISUNIT) 

(PUT  VALUE  THISUNIT 

'  EXCELLENCE 

(AVERAGE. OF  (LIST  (AVERAGE. OF  (LOOP  FOR 

PERSONS 

IN 

(GET. VALUES  THISUNIT 

MEMBERS. OF  ORG 
' VALUE 
'OWN) 

COLLECT 

(GET  VALUES  PERSONS 

'  EXCELLENCE 
'  VALUE 
1  OWN) ) ) 

(LOOP  FOR 

SUBORGS 

IN 

(GET. VALUES  THISUNIT  '  SUBORD I  NAT E  ORGS  'VAL 


UE  'OWN) 


COLLECT 

(GET. VALUE  SUBORGS  'EXCELLENCE  'VALUE  'OWN) 


( OEFUN  | CONSULTANT>ORG  PERFORMANCE  CALC. REALIZATION. OF. POTENTIAL  CALCImethodl  (T 
H | SUN  I  T  ) 

(PUT  VALUE  THISUNIT 

'REALIZATION  OF  POTENTIAL 

(AVERAGE  OF  (LIST  (AVERAGE  OF  (LOOP  FOR 

PERSONS 


(GET  VALUES  TH I  SUN  I  I 

’ MEMBERS  OF  ORG 
'  VALUE 

'  OWN  ) 

COLLECT 

(GET  VALUES  PERSONS 

'REALIZATION  OF  POT 


i  rvji  rui  rk-»  r\M  rj i  rvjf  njTT' 


cnt i al 

■value 
■own) ) ) 

(LOOP  FOR 

SUBORCS 
I  N 

(GET. VALUES  TH1SUN1T  '  SUBORD I  NAT E . ORGS  'VAL 

U  £  'OWN) 

COLLECT 

(GET . VALUE  SUBORGS 

' REAL  I ZAT I  ON  OF . POTENT  I AL 
■VALUE 
’ OWN )))))) 

(DEFUN  |CONSULTANT>ORG .PERFORMANCE  CALC : Z  OVERALL . PERFORM . CALC ! me t  hod  I  ( TH1SUNI T 

) 

(PUT  VALUE  THISUNIT 

'OVERALL . PERFORMANCE 

(AVERAGE. OF  (LIST  (AVERAGE. OF  (LOOP  FOR 

PERFORMANCE  MEASURE 
IN 

(GET  VALUES  THISUNIT 

•PERFORMANCE  WEIGHT 


UE  'OWN) 


LUE  OWN)))))) 


’ VALUE 
'  OWN) 

COLLECT 

(GET  VALUE  THISUNIT 

PERFORMANCE  MEASURE 

•value 

•OWN) ) ) 

(LOOP  FOR 

SUBORGS 

IN 

(GET. VALUES  THISUNIT  ■  SUBORD I NA T E  ORGS  'VAL 
COLLECT 

(GET. VALUE  SUBORGS  ’OVERALL  PERFORMANCE  ’VA 


(DEFUN  | CONSULTANT>ORG  PERFORMANCE. CALC : ACH I E VEMENT . C A LC ! m e  t h od |  (THISUNIT ) 
(PUT  VALUE  THISUNIT 

’ ACH I EVEMENT 

(AVERAGE. OF  (LIST  (AVERAGE. OF  (LOOP  FOR 

PERSONS 


UE  OWN) 


)))))) 


(GET  VALUES  THISUNIT 

MEMBERS  OF.ORG 
’ VALUE 
OWN) 

COLLECT 

(GET  VALUES  PERSONS 

'  ACH I EVEMENT 

■  VALUE 

■  OWN) ) ) 

(LOOP  FOR 

SUBORGS 
I  N 

(GET  VALUES  THISUNIT  SUBORDINATE  ORGS  'VAL 
COLLECT 

(GET  VALUE  SUBORGS  ACHIEVEMENT  ’VALUE  'OWN 


(OEFUN  |CONSULTANT>ORG . PERFORMANCE  CALC : SELF  REAL  I ZAT ION  C A LC 1 m e t h o  <S  I  (THISUNIT) 
(PUT  VALUE  THISUNIT 

’ SELF  REAL  I ZAT ION 


W-y, 


. -Y-V  v.  ’■V*',-*  /■"  v-V  fit 
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UE  'OWN) 
'OWN) ) ) ) ) ) 


(AVERAGE. OF  (LIST  (AVERAGE. of  (LOOP  for 

PERSONS 

IN 

(GET  VALUES  TH1SUNIT 

' MEMBERS  OF  ORG 

1  value 

'  OWN) 

COLLECT 

(GET  VALUES  PERSONS 

'SELF  REALIZATION 
' VALUE 
•OWN) ) ) 

(LOOP  FOR 

SUBORGS 

IN 

(GET  VALUES  THISUNIT  ' SU80RD I NA T E  ORGS  'VAL 
COLLECT 

(GET  VALUE  SUBORGS  ' SEL F . REA L I Z A T I  ON  'VALUE 


(DEFUN  | CONSULT  ant >ORG  PERFORMANCE  CALC:J08.SATISFACTI0N.CALC!method|  ( THISUNIT ) 
(PUT  VALUE  THISUNIT 

'JOB  SATISFACTION 

(AVERAGE. OF  (LIST  (AVERAGE. OF  (LOOP  FOR 

PERSONS 


UE  'OWN) 


'OWN) ) ) ) ) ) 


(GET. VALUES  THISUNIT 

' MEMBERS . OF  ORG 

'  VALUE 

'OWN) 

COLLECT 

(GET. VALUES  PERSONS 

' JOB  SATISFACTION 
’ VALUE 
'OWN) ) ) 

(LOOP  FOR 

SUBORGS 
I  N 

(GET. VALUES  THISUNIT  ’SUBORDINATE  ORGS  'VAL 
COLLECT 

(GET. VALUE  SUBORGS  ’ JOB  S A T  I  S F AC T I  ON  'VALUE 
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James  Richard  Holt 

His  formal  education  includes  a  B.S.  (1972)  in  Mechanical 
Engineering  from  Utah  State  University  and  an  M.S.  (1973)  in 
Facilities  Management  from  the  Air  Force  Institute  of  Technology. 

He  was  commissioned  an  officer  in  the  U.S.  Air  Force  in  1972  and  has 
served  as  a  base  civil  engineering  officer  in  Colorado,  Alabama, 
South  Korea,  Ohio,  West  Germany,  Utah  and  Texas.  He  is  now  a  Major 
assigned  to  the  Graduate  Engineering  Management  Department,  School 
of  Systems  and  Logistics,  Air  University.  His  professional  military 
education  includes  Squadron  Officers  School,  Air  Command  and  Staff 
College  and  many  technical  engineering  courses.  He  married  Suzanne 
Hatch  of  Ogden,  Utah  in  1971  and  they  have  five  children  ages  14, 
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